Bespoke Goals, Tailored Public Employees’ Values and Dressing Up for Meaningful Inter-Municipal Co-Operation by Stolk,Ruben
  
BESPOKE GOALS, TAILORED PUBLIC EMPLOYEES’ 
VALUES AND DRESSING UP FOR MEANINGFUL 
INTER-MUNICIPAL CO-OPERATION 
About to what extent affective commitment to change is affected by goal clarity, 
public employees’ values and the role of transformational leadership during the 
implementation process of municipal reform 
 
 
 
 
 
 
 
 
 
 
 
 
 
MASTERTHESIS 
PUBLIC ADMINISTRATION 
BY RUBEN V. STOLK 
 
 
Final version June 2017 
 
 
 
 
SUPERVISOR | DR. B.S. KUIPERS 
SECOND READER | DR. J. VAN DER VOET 
LEIDEN UNIVERSITY 
 
	   2	  
PREFACE 
 
A well fitting suit creates purpose. It symbolizes trust, vigour, expertise and can 
create (personal) legitimacy. A bespoke suit is unique as it reflects the personal and 
tailored characteristics of the dresser’s body. The fabric and colour of the suit are 
chosen to match the dresser’s need and the environment he is in. In short, a well 
fitting suit creates purpose and likely enacts a feeling of comfort. 
 
Public organizational change is like the process of obtaining such a well fitting suit. 
The collective of employees are each tailored by their personal motivation and values 
for working in an organization which best reflects their personal values and 
characteristics. In the case of a principal merger, the suit must be tailored to the 
collective. Having bespoke, clear goals, reflects the clear lines and edges of an 
organizational change without being sloppy on the sides. As a result, it may diminish 
discomfort among employees who are with the organization.  
 
The purpose of having bespoke goals and tailored public employees’ values is to let 
them interplay and fit. In this way, a true understanding can be achieved on how 
organizational change can match personal values and create comfort among those 
who have to wear ‘the suit of the change’. It is a means to create sense of the 
meaningfulness of change, employees’ their motivation and obtain a better 
understanding of how to dress up for meaningful change. 
 
For their meaningful and valued support while writing this thesis I would like to 
thank my close relatives and friends, Second, my supervisor, Ben Kuipers, for his 
support and feedback on my choices made for this thesis. Finally, I would like to 
thank the HLT Samen direction and staff for their co-operation as well as all 
respondents who made a positive contribution to this thesis. 
 
Ruben V. Stolk 
 
Schoorl, June 30th 2017 
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SUMMARY 
In the Netherlands and throughout Europe, inter-municipal co-operation is a quickly 
developing trend as a remedy to the simultaneous development of cutbacks and 
devolvement of tasks to lower governments and the increasing demand for more 
qualitative service delivery. While public sector employees are argued to have 
tailored’ public values and motives for working in the public sector, the 
implementation of NPM-values as efficiency and effectiveness may cause conflicts 
between values. Within the academical literature on public HRM and public 
administration there is yet little insight in how these changes affect the attitudes of 
civil servants towards such reforms. 
 
This research contributes to the field of public administration by addressing the need 
for more profound insights in how public employees’ their values interact with such 
changes and how this relates to the limited in-depth insights in how to overcome 
potential resistance during planned change processes. By combining partial findings 
from the transformational leadership, goal setting, public service motivation and 
change management literature, a more inclusive theoretical model was developed. 
The model is tested using a SEM approach and the use of survey data that has been 
collected among civil servants of a Dutch principal merger organization (N=112).  
 
The results indicate that transformational leadership activities positively affect the 
completeness of information and the perceived meaningfulness. In turn, goal clarity 
was only found to affect the affective commitment to change, through the perceived 
meaningfulness of employees. However, the data did not support statistical significant 
effects of PSM on the commitment to change, neither the prospected moderation 
effect of PSM and goal clarity was supported. The joint insights from the literature 
provided meaningful explanations and has resulted in the conclusion that the positive 
traits of employees’ their PSM are likely not enacted when the change and its 
subsequent goals are not perceived as meaningful for the greater purpose. 
 
As a result, this study provides some points of departure for future reseach and 
valuable practical insights in how to dress up for inter-municipal co-operation. 
 
Keywords: Transformational leadership, information, goal clarity, public service 
motivation (PSM), meaningfulness, affective commitment to change, inter-municipal 
co-operation. 
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1. INTRODUCTION 
 
1.1 Introduction and problem definition 
Recent trends in the public sector are characterized by cutbacks, the devolvement of 
tasks to lower governments and increased public scrutiny are major challenges for 
municipalities (Kiefer, Hartley, Conway and Briner, 2014; Kickert, 2012). As a 
consequence, there is a large focus on the implementation of New Public 
Management (NPM) values such as efficiency and effectiveness by local 
governments. In their recent literature review, Kuipers, Higgs, Kickert, Tummers, 
Grandia and Van der Voet (2014) underline the general pursuit of NPM-values in the 
public sector. They further state that studies are largely focused on the content and 
performance outcomes related to this trend. As a result, there is little insight in how 
typical traditional public characteristics and drivers are influencing employees or 
affecting change processes and its outcomes in a public sector context (Kuipers et al., 
2014).  
 
These values are however likely putting pressure on local government organizations, 
since municipalities are simultaneously dealing with the need for higher 
responsiveness and a demand for (high) qualitative service delivery from citizens 
(Stazyk, Davis and Liang, 2012: 8). Consequently, municipalities seek ways to cope 
with such challenges. In the Netherlands and throughout Europe, inter-municipal co-
operation is a quickly developing trend as a remedy to these challenges (Hulst, Van 
Montfort, Haveri, Airaksinen and Kelly, 2009: 264). However, this does indicate a 
need for clear set goals and workforces that are willing and foremost motivated to 
implement such double-edged changes in their public organizations. Especially since 
public organizations are already characterized by public policies and changes which 
have multiple, ambiguous and sometimes unclear goals (Kuipers et al., 2014: 33-34; 
Rainey, 2014: 260, 262). 
 
Yet, there are no studies which combined goal setting theory (Locke and Latham, 
1990) and Public Service Motivation (PSM) (Perry and Wise, 1990) to affective 
commitment to change (Herscovitch and Meyer, 2002) in a single framework. 
However, there are only a few studies which examined the relations between goal 
setting theory and the specific public sector values such as PSM in relation to 
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employees’ attitudes and behaviours (Caillier, 2016; Cho and Park, 2011; Camilleri, 
2007), especially in a changing public context (e.g. Teo et al., 2016: 745; Ritz and 
Fernandez, 2011).  
 
To elaborate, there is also only a handful of studies which connected PSM with 
(affective) commitment to change instead of personal reactions to change such as 
organizational commitment, extra role behaviours and job satisfaction (Wright, 
Christensen and Isett, 2013; Van der Voet, Steijn and Kuipers, 2017; Herscovitch and 
Meyer, 2002). This is striking, since employees’ support for change is often 
considered as the axis of successful change. A lack of support for change can namely 
cause a change process to fail (Kuipers et al., 2014; Oreg, Vakola and Armenakis, 
2011; Metselaar, Cozijnsen and Van Delft, 2011). To further specify, recent research 
still adheres to the notorious fail rate (70%) of changes in the public sector (Beer and 
Nohria, 2000; Michel, By and Burnes, 2013: 761-762). Evaluating this, there is thus 
still a lack of a true and profound understanding of how to cope with change 
resistance and its causes (Kuipers et al., 2014: 21). 
 
Furthermore, Kuipers, De Witte and Van der Voet (2013) note that changes often 
reach a deadlock due to poor communication and lacking congruencies about the 
content of change between the management and employees. When considering the 
literature on change communication and goal setting, it is generally concluded that 
effective communication will lead to more positive behaviors of employees toward 
change (e.g. Van der Voet, Kuipers and Groeneveld, 2016: 844; Jimmieson, Peach 
and White, 2008 in Teo, Pick, Xerri and Newton, 2016). In particular creating 
purpose (e.g. Tummers, 2011) and present a clear goal setting (e.g. Moon, 2000: 188; 
Diefenbach, 2011: 77) will both directly and indirectly lead to support for change 
(e.g.  Cho and Park, 2011). Transformational leadership has an important role in 
determining the amount of provided information and employees’ their support for 
change (Fernandez and Rainey, 2006: 168-169; Kotter, 1996; Van der Voet et al., 
2016: 847). Moreover, the supportive attitudes and behaviors of employees are likely 
to be negatively influenced when change is not aligned with their expectations or 
(public) values (Locke and Latham, 2002: 714; Caillier, 2016: 311). Foremost when 
the change is not perceived as meaningful (e.g. Tummers, 2011). 
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Other limitations with current research on these topics combined is that they are often 
conducted in an US or Anglo-Saxon context, which might result in a bias or 
limitations for the generalizability of results due to differences in political systems 
(majority versus consensus)(e.g. Caillier, 2016; Kuipers et al., 2014: 12, 32). Also, 
research on public change has widely focused on traditional high PSM organizations, 
being mainly in an educational, health- or care related public context (Kuipers et al, 
2014: 11). For example, a research on perceived meaningfulness of change 
(Tummers, 2011) and a research on the interaction of meaningfulness, prosocial 
motivation and commitment to change by Van der Voet et al. (2017). However, the 
question arises if those who work in more traditional governmental organizations, 
such as municipalities, are equally driven by such values given the conditions that 
civil servants working in local government often have less direct contact with their 
targeting audience (Van der Voet et al., 2017: 457; Nagtegaal, Tummers and 
Vandenabeele, 2016).  
 
Taken together the limitations and insights of previous research, some critical 
questions can be formulated when considering the double-edged NPM induced 
changes: To what extent do clear and bespoke goals help in eliminating or limiting the 
resistance toward (double-edged) public change? To what extent are civil servants 
(still) tailored by public service motivation on lower governmental levels? If and how 
do public service motivation and goal setting theory interplay? What is the role of 
leadership and information during the change process? And finally, how does this 
help in understanding how public managers and employees can dress up for 
successful change (i.e. inter-municipal co-operation)?  
 
1.2 Research question 
To concretize, the following research question is formulated:  
 
To what extend is affective commitment to change affected by goal clarity, public 
employees’ values, and what is the role of transformational leadership during the 
process of implementing municipal reform? 
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1.3 Academic and scientific relevance 
This thesis has a number of scientific relevant elements for both the general literature 
on the topic on change management (in a public context) as well as Public 
Administration, particularly by the more theoretical aspects and focus of the study.  
 
First, this research addresses the need for more detailed insights in the process of 
change in a public context. In addition, the findings may also give insight in how to 
overcome change resistance (Kuipers et al., 2014). This is done by examining more 
complex and sophisticated causal mechanisms by connecting important elements from 
the process of change with the content and reactions to change. To specify, the effects 
of transformational leadership and the provision of information are connected to goal 
setting theory and the values of employees (PSM and perceived meaningfulness) and 
are in turn tested in relation to affective commitment to change (Vandenabeele, 2008; 
Bronkhorst et al., 2015; Tummers and Knies, 2013).  
 
Second, this study is relevant since it aims to test earlier findings on leadership, goal 
setting, PSM and affective commitment to change in a yet underexplored context. The 
research is focused on a Dutch context rather than an US context and aims at the local 
governmental level instead of the overly represented (relevant) research conducted in 
a healthcare related context. 
 
To elaborate, the research case contributes to the limited focus of the literature on 
extensive inter-municipal co-operation (Holum, 2016; Kołsut, 2016; Hulst et al., 
2009), and the effects on employees’ attitudes towards such changes (Bel, Fageda and 
Mur, 2013; Holum and Jakobsen, 2016; Rodrigues, Tavares and Araújo, 2012; Schott, 
Kleef and Steen, 2015). Hence, this study aims at a timely trend which is a par 
excellence example of the traditional public values of employees’ being challenged by 
the NPM trend. Conducting this research contributes by uncovering some (more in-
depth theoretical mechanisms which help at explaining the causalities and relations 
which define the processes of change in such a timely and inter-municipal changing 
public context. Nonetheless, also public organizations which have similar challenges 
are of relevance. 
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Fourth, by applying the different insights of the ample studies which combined or 
partially explain the relations between leadership, goal setting and public employees’ 
values in relation to commitment to change, their (combined) applicability and 
individual findings are tested. By establishing a single framework including the yet 
existing theories concepts and research findings, these earlier findings may be 
validated or challenged. Thereby, the answer to the research question also contributes 
to the future research agenda about change management and processes in the public 
sector and the included variables (PSM as a typical public value) in particular.  
 
1.4 Practical relevance 
Next to the theoretical relevance, this research also has some practical implications.  
To start, improving the theory building of change management processes and testing 
more detailed mechanisms may help in developing practical guidelines for consultants 
and managers who lead change. Subsequently, such empirical and academical 
evidence may enable means by which managers and employees can control and 
understand the causal effects of leadership in their (public) organization and how to 
get employees along with the change.  
 
More specifically, the actual case selection contributes to a growing collection of 
empirical studies which focus on extensive co-operations by municipalities. 
Especially in the Netherlands this is a trend of planned change where often the 
outcomes are dominant and perhaps overrule the actual understanding about the 
change processes and behaviours of employees who have to implement change 
(Kuipers et al., 2014: 34). 
 
While it was already stated that employees’ their support for change has a pivotal role 
in reaching successful change implementation, paying attention to their values and 
attention to (clear) goal setting enables more considered support. Thus, the purpose of 
understanding such relations is valuable in directing motivation and support for 
change. This is also in line with some of the arguments by Kuipers et al. (2014) in 
their literature review of change management within the field of public 
administration.  
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To illustrate the practical urgency of this research, consultants and managers are 
highly involved in change processes. Despite their assumed knowledge and skills to 
design or lead change, there is yet still the notorious fail rate (70%) of changes (Beer 
and Nohria, 2000; Michel et al., 2013: 761-762). Therefore, it is still inevitably 
relevant to those who lead change to have an understanding of how key elements in 
the implementation phase on the employee level are antecedents of the success of the 
intended change and (reaching) its subsequent objectives. Concluding that this 
research may function as input for (process) managers and their activities. 
 
Lastly, the major task of public organizations is that they serve the public. Therefore, 
citizens, companies and institutions which are related to public organizations do 
benefit from qualitative organizations. Therefore, taking the above aspects of 
relevance of studying change in public organizations together, this research also has 
an indirect social relevance. 
 
1.5 Reading guide and structure 
This thesis is constructed out of different chapters which each elaborates on the steps 
of the research. In chapter 2, the theoretical framework is built by discussing different 
‘modules’ of the framework. The relevant theoretical insights and earlier research 
findings are reviewed. The chapter concludes with a summary of the opted hypotheses 
and the conceptual model. In chapter 3, the research design and approaches for 
measuring the central variables are presented. In the next chapter, chapter 4, the 
results of the performed analyses using the data from a survey among the employees 
of a Dutch municipal merger organization, are presented. The hypotheses are tested as 
well. In chapter 5, the results and their interpretation and implications are discussed. 
Also, the limitations and contributions to both the field of public administration and 
practice are presented. Finally, the main conclusions of the research are formulated in 
chapter 6. The remaining pages of the thesis include a list of references and two 
appendices containing the full original measurements used in the survey and the 
complete survey as presented to the respondents. 
 
 
 
 
2. THEORETICAL FRAMEWORK 
 
In this chapter, the theoretical framework is designed and is constructed by examining 
different elements which are considered important to address the research question. 
The following paragraphs are divided by their subject, although they are related with 
each other. For reviewing the literature, use is made of relevant (recent) research and 
established theories from the field of change management, behavioural studies, public 
HRM, sociology, public administration and political science. Literature reviews and 
meta-analyses are consulted as well to empower the consistency of the hypotheses 
and creating most accurate arguments about the discussed variables and concepts.  
 
First, public organizational change and its specific characteristics are outlined. The 
next paragraph is dedicated to the reactions to change, and change commitment in 
particular. In the third paragraph, goal clarity and commitment to change is discussed 
and a further elaboration on different elements from empirically argued effects on the 
outcome variable are described. A similar construction and description will be 
presented in the following paragraph which is dedicated to public values, interest, 
motivation meaningfulness and commitment to change. Public service motivation has 
a central role in this part. Thereafter, a short paragraph is dedicated to present the 
arguments which address the interplay between goal clarity public values and the role 
of leadership in relation to the affective commitment to change. Finally, this chapter 
will conclude with a visualization of the theoretical model, which represents the 
hypotheses and the main question as presented in the introduction. 
 
2.1 Recent trends of public organizational change 
Within the field of Public Administration there is a significant body of research which 
focuses on organizational change in the public sector (Kuipers et al., 2014). In recent 
years, the context of change has gained more attention by particularly investigating 
the influences of the context (e.g. Van der Voet et al., 2016). Despite the multitude of 
research focusing on the content of change, the process of change is often overlooked 
and requires more attention, according to Kuipers et al. (2014).  
 
While change is a rather broad concept, the term ‘reform’ is used more often to 
describe the narrower concept due to its intentional and deliberate character of change 
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(Pollitt and Bouckaert, 2004: 16-17; cf. Kuipers et al., 2014: 7). Change can come 
about both unintended and intended, however the intended and planned form of 
change is more present in the public sector (Kuipers et al., 2013: 11-14).  
Inasmuch as most changes are planned, there are also some drivers behind those 
changes which are of particular interest in the debate whether such reforms are 
considered still public or private oriented (Rainey, 2014: 150). Rainey (2014) 
discusses some important characteristics of the public sector context and its 
organizations in general and adds complementary trends in his book about public 
organizational management.  
The public sector is characterized by formalization and political pressures which lead 
to higher control structures than in a private sector setting. Also, the provision of 
public services is based on non-exclusion. This also increases the public scrutiny and 
expectations by citizens of the quality of services and products. Rainey (2014: 151-
152) also underlines the presence of a multitude of different goals that are often 
conflicting and ambiguous. Furthermore, the employees working in the public service 
are argued to have a specific altruistic motivation to work in the public sector, also 
known as public service motivation (Perry, Hondeghem and Wise, 2010: 682).  
2.1.1 Recent trends: New Public Management 
After Osborne and Gaebler (1992) published their book on reinventing government, 
the distinction between public and private organizations has until now became even 
more discussed. The New Public Management (NPM) reform(s) are emphasized by 
‘private sector thinking’, which characterize most current changes in the public sector 
(Hood, 1991). Kuipers et al. (2014: 12) and Politt, (2013: 477) state that most planned 
change initiatives are driven by efficiency, transparency, effectiveness and other 
performance improvements which are considered typical NPM-values. Improving the 
efficiency of public organizations as a result of the financial crisis, is something that 
is seen throughout Europe (Kickert, 2012).  
To illustrate, the financial crisis and accompanied recent cutback measures have had a 
profound impact on national budgets. Consequently, this has led to devolving more 
tasks to i.e. lower (local) governments and requires a reconsideration of their 
strategies to control for expenses and the provision of services.  
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2.1.2 Recent trends: inter-municipal co-operation 
Extensive inter-municipal co-operation, such as principal mergers, is a relatively 
popular trend at the municipal level throughout Europe. Drivers behind such co-
operations are the lack of sufficient resources and a growing need for qualitative and 
meaningful service provision. Also, the scale of production to efficiently provide 
services to citizens is an issue that challenges small municipalities. By the joint 
provision of services and the merger of workforces, mergers are seen as a remedy to 
meet the expectations of citizens and to reach economic efficiency in times of 
austerity (Hulst et al., 2009: 264: Stazyk et al, 2012: 6). In the Dutch context, 
extensive inter-municipal co-operation is the most popular and visible form of 
merging municipalities which adhere to these goals. The workforces (civil services) 
are combined to account for efficient service provision while each municipality often 
remains politically independent.1 There has yet been attention to the driving forces 
which are often NPM related, as a result consultants and researchers have mainly 
focused on the (financial) outcomes of such changes and not the actual internal 
processes (Holum and Jakobsen, 2016: 597; Bel and Warner, 2015). 
 
For instance, the recent study by Holum and Jakobsen (2016) on inter-municipal co-
operation and the satisfaction of services (by citizens) in Norway, points out some 
mixed results. They found that the effects on citizen perceptions varied across the 
nature of the services provided. The organizational form of inter-municipal co-
operation has resulted in less accountability and access to services, which is reflected 
in the lower satisfaction of the citizens. Remarkable is that municipalities who co-
operate and combined their service delivery are not resulting in significantly 
increasing the satisfaction more than municipalities which do not co-operate (2016: 
606-607).  
 
As a consequence, the current NPM induced changes are possibly challenging more 
traditional public values and employees’ their public service motivation (for example 
see Teo et al., 2016: 753). The already characterized ambiguous and complex goals of 
public organizations may also become challenged or conflicted. Taken together, 
employee attitudes and behaviours toward such change processes could be affected 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1  Van der Laar, (2017), ‘Meer over ambtelijkefusie’ [‘More about official merger’], 
Ambtelijkefusie.nl/meer-over-ambtelijkefusie-nl/, visited on Januari 2nd 2017. 
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since there is a possibility that the meaningful public service is not perceived as an 
outcome of co-operation due to the double-edged goals (Tummers, 2011: 23). In turn, 
resistance against change may emerge. Concluding that processes of organizational 
reform in the public sector are still relevant and an inevitable subject to study (Isett, 
Glied, Sparer and Brown, 2013; Van der Voet et al., 2017; Wright et al., 2013).  
2.2 Reactions to, and antecedents for change 
Change or reform can enact behaviours of those that are being influenced by change 
processes. Reactions to, and antecedents for change are discussed in a variety of 
literature of behavioural sciences and are also applied in a public context. However, 
there are different concepts which tend to cover similar ideas (Oreg et al., 2011: 462). 
These concepts can be divided in both positive and negative formulated reactions of 
employees toward change. Some of the most prominent constructs which describe 
reactions to change in public administration oriented research are ‘resistance to 
change’ (Piderit, 2000; Oreg, 2006: 73) ’change readiness’ (Armenakis, Harris and 
Mossholder, 1993), ’commitment to change’ (Herscovitch and Meyer, 2002) and 
‘willingness to change’ (Metselaar et al., 2011). The difference between the 
constructs lies in their inherent antecedents and the labels given to these.  
 
What these concepts have in common is that they are all indicators of the support by 
employees for change initiatives or processes or the lack thereof. It is commonly 
argued within the change management literature that employees are the axis of 
organizations and their support for change has been evidently considered to be pivotal 
for the potential success of change processes (Bordia, Hunt, Paulsen, Tourish and 
Difonzo, 2004; Jimmieson, Peach and White, 2008; Oreg et al., 2011; Metselaar et al., 
2011; Wright et al., 2013; Rafferty, Armenakis, Achilles and Jimmieson, 2013: 111; 
Van der Voet et al., 2016: 844). This makes studying such reactions to change 
relevant, especially since the call for more research focused on the mechanisms and 
processes that lead to support for change (Kuiper et al., 2014: 21).  
Oreg et al. (2011) have evaluated quantitative empirical studies of change recipients’ 
reactions to organizational change. They classified numerous items of reactions to 
change by following the tripartite conceptualization by Piderit (2000): (1) how change 
recipients feel (Affect), (2) what they think and (3) what they intend to do (behavior) 
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as a response to change (Oreg, 2006: 76; Oreg et al., 2011: 477; cf. Piderit, 2000: 
786). 
While constructs such as change readiness (Armenakis, 2007) touch upon all three 
conceptualizations, they also include measures obtained from the Herscovitch and 
Meyer (2002) scales (Oreg et al., 2011: 467-469). Whilst Herscovitch and Meyer 
(2002) use a similar tripartite construction for their model of commitment to change.  
In short, they distinct between three types of commitment: (1) affective (ACC), which 
reflects emotional attachments, (2) continuance commitment (CCC), when the 
necessity to change is high and (3) normative (NCC), underlines the moral obligation 
to support change (Herscovitch and Meyer, 2002, adapted from Bouckenooghe, 
Schwarz and Minbashian, 2016: 580). 
However, in a recent meta-analytical research by Bouckenooghe, Schwarz and 
Minbashian (2016) on the three-component model of commitment to change by 
Herscovitch and Meyer (2002), it was found that the items of the ACC scale highly 
correlated with both the CCC and NCC scale. To elaborate, Bouckenooghe et al. 
(2016: 588-589) state that organizational change is based on the decision which is in 
the best interest of the collective. According to the measurement scales, ‘’The 
perceived benefits of supporting change (ACC), therefore, may be inevitably 
connected with the moral obligation to support the organization in its decision to 
implement change (i.e., NCC)’’ (Bouckenooghe et al., 2016: 588). This does also 
align with the particular focus of this study toward organizational change within the 
public sector, which is assumed to take place based on the argument of being 
meaningful for the society (the collective) and its clients.  
Based on the results of their meta-analytical study, and this problem of lacking 
discriminant validity (Bouckenooghe et al., 2016: 588), it is decided to assess the 
support for change by the ACC dimension of Herscovitch and Meyer (2002) to 
represent the commitment to change variable in this research (cf. Michel et al., 2013: 
764; Van der Voet et al., 2017). It comes closest to account for the goal clarity and 
value based variables of PSM and meaningfulness in this research and is widely 
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embedded in international research.2 To elaborate, Herscovitch and Meyer (2002, 
475) define affective commitment to change as ‘a desire to provide support for the 
change based on a belief in its inherent benefits’.  
When considering the benefits, Van der Voet et al. (2017: 457) argue that 
commitment to change is a more accurate concept to measure in this context, since 
PSM is more related to benefitting others (Whats’s in it for others?) rather than 
personal outcomes such as job satisfaction (What’s in it for the employee?). Michel et 
al. (2013) found that perceived benefit was positively related to commitment to 
change in a series of studies. Both the communication of information about the 
change process and how this is perceived are considered powerful antecedents for 
support or resistance to change (Oreg et al., 2011: 484, 490: Wanberg and Banas, 
2000; Wright et al., 2013: 740; Metselaar et al., 2011; Van der Voet et al., 2016). 
Together, this leads us to the following paragraphs on goal clarity, which is 
considered as a requirement to have a full understanding of the benefits that such 
goals could entail.  
2.3 Goal clarity and commitment to change 
Before the relation between goal clarity and reactions to change is discussed, it is 
necessary to get a grip on what a goal is. Rainey (2014: 299) defines a goal as: ‘’A 
future state that one strives to achieve, and an objective is a more specific, short-term 
goal, a step toward a more general, long-term goal.’’. In addition, Locke and Latham 
(2002: 705) define goals as: “the object or aim of an action”.  
 
In the public sector common goals are equity, service provision and meaningful 
public service. However, as stated at the beginning of this chapter, recent 
developments may hinder or further complicate achieving these goals, let alone 
provide clear directions on how these goals and objectives are to be achieved. To 
elaborate, role ambiguity refers to a lack of clear and sufficient information about 
how to carry one’s responsibilities in the organization. For instance, it can evoke 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
2 Metselaar et al. (2011), developed a questionairre named ‘DINAMO’ which measures a wide varierty 
of antecedents for the willingness to change of employees (e.g. information provision, valuing the 
leadership in their organization and the capabilities to actually change). While this explanatory 
questionairre and concept of ‘willingness to change’ are well known and used in the Dutch consultancy 
sector and by Dutch studies, the commitment to change concept by Herscovitch and Meyer (2002) is 
considered as more embedded in an international context and thus benefits higher legitimacy. 
Foremost, Herscovitch and Meyer focus on valuing change, rather than convincing peers about change. 
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stress factors (Rainey, 2014: 323-324; Latham and Locke, 2006: 336). 
Additionally, it depends on the personal traits if someone is positive or negative about 
change. Someone can have a strong need for clarity, while at the same time someone 
can have a very flexible attitude toward change initiatives (Metselaar et al., 2011: 35: 
Oreg, 2003; Rainey 2014: 324). To elaborate on this, When the content of the desired 
change does not align with the content of the actual change process, this may enhance 
resistance and distant behaviour toward change (Kuipers et al., 2013: 12). A clear 
understanding of change can help in creating purpose for the one who is to implement 
changes in order to achieve the corresponding goals. This can be further explained by 
goal setting theory, originally developed by Latham and Locke (1990). 
 
2.3.1 Goal Setting theory 
In short, the theory states that difficult and specific goals lead to greater performance 
(and effort) than easy goals, vague goals, or no goals (Latham and Locke, 1991: 215; 
Locke and Latham, 2002: 705-706). Difficult goals may enact effort, motivation and 
gives direction for finding effective ways to achieve those goals. Self-efficacy may be 
activated by providing difficult and specific goals, since it creates a sense of one’s 
personal capability to reach effective outcomes. In addition, it is argued that the 
provision of clear and specific goals can be dysfunctional, due to complex contextual 
factors (Locke and Latham: 2002: 707). Especially public organizations do have 
complex sets of goals (Rainey, 2014: 288). 
The goal setting theory is based on ‘’purpose can cause action’’ (Aristotle) (Latham 
and Locke, 1991: 212). The commitment to goals and efforts to perform in a way to 
successfully attain goals, is fostered by two key factors. First, when the attainment of 
a goal is important or meaningful to people, and the purpose of the expected results 
are clear, people will put effort in implementing goals. Second, a sense of self-
efficacy can help in performing. From a motivational perspective, if goals are set 
without or lacking information, the performance is found lower than for goals which 
were more elaboratively set (Latham and Locke, 2006: 333; Locke and Latham, 2002: 
707-708). Additionally, people can guide their actions according to their purpose, 
resulting in no action or commitment to goals when the purpose is not present. Thus, 
leading to possibly less or no support for change (Locke and Latham, 2002: 714). 
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2.3.2 Transformational leadership, information and the relationship between 
goal setting and affective commitment to change 
Goal clarity is not a given in the public sector. As stated before, the variety of 
complex and conflicting goals and performance criteria do not foster clarity. 
Especially efficiency and effectiveness measures are difficult to capture in clear goals 
since the public sector has to account for different influences of stakeholders, values 
and the provision of services to citizens in its context. Consequently, dealing with 
goal ambiguity is more or less an inevitable given in the public sector (Pandey and 
Wright, 2006: 514; Rainey, 2014: 328; Van der Hoek et al., 2016: 4). 
Kahn et al (1964) developed an overall ambiguity index that included the employee’s 
understanding of what to do on the job, limits of authority, and the extent to which 
role senders communicate role expectations (Sawyer, 1992: 130). For example, 
ambiguous goals can weaken the personal significance within an organization, since it 
indicates unclarity about what your function and objectives are (Rainey, 2014: 626). 
In his research, Sawyer (1992) developed a measurement scale to measure the concept 
of goal clarity since there were inconsistent validity results of previous measures 
based on the concept of role ambiguity by Kahn et al., (1964). He defines goal clarity 
as ‘’The extent to which the outcome goals and objectives of the job are clearly stated 
and well defined.’’ (Sawyer, 1992: 134).  
In his article, Oreg (2006: 94) argues that the content of the information provided is 
more likely to influence resistance negatively than just the presence of information 
does. He argues that employees can rationally evaluate change information [or goals] 
and that change resistance is often based on good reasons. Put differently, the benefits 
or fallbacks of change goals can be evaluated better when the information provided is 
clear and complete, thus people can guide their actions according to their purpose as 
stated earlier (Locke and Latham, 2002: 714). Together, this helps employees to 
understand how change and goals are potentially affect or not to affect them (Wright, 
et al., 2013: 740). The motivational aspects are discussed more in depth in paragraph 
2.4 on public values and motivation to implement changes. 
 
However, there is a vast amount of literature which supports the direct relationship 
between goal clarity (or role ambiguity) and positive reactions and employees’ 
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behaviors in change contexts (e.g. Pandey and Wright, 2006; Sawyer, 1992). First, 
goal clarity was found to reduce stress (Rainey, 2014: 324; Caillier, 2016: 311), leads 
to clearer role expectations and focus attention (Pandey and Wright, 2006: 517) and 
increases personal significance with the organization (Rainey, 2014: 262). 
Additionally, detailed, useful, and timely information about organizational change 
increases the willingness to change (Wanberg and Banas, 2000: 136; Oreg, 2006: 81) 
and, indirectly mediated by PSM, job satisfaction (Teo et al., 2016). Furthermore, as 
Rainey (2014: 288) mentions, goal clarity is positively related to self-reported work 
motivation (Wright, 2004: 70), higher employee satisfaction (Jung, 2014) and job 
satisfaction (Stazyk, Davis and Liang, 2012: 17). Also, Cho and Park (2011: 564) 
found indirect relations between goal clarity and both satisfaction and commitment of 
employees, mediated by trust. More recently, Caillier (2016) found significant 
relations between goal clarity and both organizational commitment and extra-role 
behaviors.  
What’s more interesting, is that Van der Hoek et al. (2016) found a positive and 
significant relation between goal clarity and the effectiveness and efficiency in a 
public sector team context. In this research, similar NPM-values are important drivers 
for inter-municipal co-operation, as stated in the introduction (Hulst et al., 2009: 278). 
The practice of a principal merger and co-operation also implies some teamwork, 
since it requires the collaborative implementation of the changes. It is likely that in 
such a context goal clarity is also positively related to organizational outcomes such 
as performance. While performance is not the focus of this research, it is argued that 
high commitment to change, in line with the goal setting theory and clarity of goals, is 
an important antecedent of change consequences such as successful change, which 
can be considered as high performance (Oreg et al., 2011: 466). 
 
However, goal clarity does often not emerge on its own, especially since change in 
the public sector is challenged by a multitude of goals (Rainey, 2014). Therefore, 
different authors have stressed the need for communicating the vision as well as 
providing enough information to support coherence. To account for the process 
element (thus the step before goal clarity and meaningfulness is reached) 
transformational leadership is considered as a key element in the provision of 
complete and clear information during (planned) change (Fernandez and Rainey, 
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2006: 168-169; Kotter, 1996; Jensen et al., 2016: 6). The concept of transformational 
leadership was first introduced by Bass (1985). However, it is recently re-
conceptualized by Jensen et al. (2016) after the call for measures which are both 
applicable to employees and leaders and are also suitable for public administration 
research which primarily focuses on public organizations. They argue that 
transformational leadership should entail the element of ‘’leaders’ systematic effort to 
transform employees to share the organizational goals because they are desirable in 
themselves’’ (Jensen et al., 2016: 6).  
 
When establishing a link between their view and goal setting theory, it is the leaders’ 
task to provide complete information in order to achieve goal clarity and thereby 
enable the opportunity for employees to evaluate the purpose of that information and 
react accordingly with either resistance or supportive behaviour. This indirect 
relation, rather than a direct relation with commitment to change, is in line with the 
recent findings by Van der Voet et al. (2016). They found that transformational 
leadership was indirectly related to both the quality of communication of information 
about the change and the self-reported affective commitment to change. 
 
Taken the findings in this chapter on goal clarity together, it is evident that the 
presence of (more) bespoke and clear goals can enhance positive attitudes toward 
changes that aim for both NPM values and improvements in quality of service 
delivery. In addition, transformational leadership is considered to have an important 
role in the provision of information and envisioning the meaningfulness of change. 
This is thus also related to the theory of goal setting. The more value based concept of 
meaningfulness is discussed in a later paragraph. For now, the the following directive 
hypotheses are formulated: 
 
Hypothesis 1: Transformational leadership is positively related to the 
provision of complete and useful information about change 
Hypothesis 2: The provision of complete and useful information about change 
is direct and positively related to both (a) goal clarity and (b) affective 
commitment to change 
Hypothesis 3: Goal clarity is positively related to employees’ affective 
commitment to change 
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2.4 Public values and commitment to change 
As already stated in the introduction of this chapter, it is believed that the public 
sector is characterized by different values and norms than the private sector (Rainey, 
2014: 260-262 and Schott et al., 2015: 696). Schott et al., (2015: 689, 693) mention 
different prominent values in the public sector. Some traditional public values of 
public (governmental) organizations are neutrality, responsibility, legality and 
transparency. However, the public-private contrast in values is diminished since the 
adaption of more businesslike NPM-values by public organizations, such as 
efficiency, innovation, responsiveness and effectiveness. These values are more 
recently becoming more prominent (and perhaps inevitable) due to national 
decentralizations and budget cuts (Kickert, 2012). In this research, inter-municipal co-
operation is considered as a consequence of this development and indicates some 
challenges for the values and motivation of public employees and organizations. 
While employees’ working in the public sector are believed to have a prosocial 
motivation and behavior to work for the public interest (Rainey, 2014: 313; Perry, 
1996), their motivation could also be affected by this and have some (negative) 
implications for their commitment to the changes as just described (Wright et al., 
2013: 738).  
 
2.4.1 Public Service Motivation (PSM) 
Public sector oriented organizations tend to attract people who have clear and distinct 
motives to work which serves and benefits the public. Within the public 
administration literature, the topic of public service motivation (PSM) is well 
embedded (Rainey, 2014: 313; Perry, Hondeghem and Wise, 2010: 681). The concept 
PSM was originally developed by Perry and Wise and was defined as ‘’an 
individual’s predisposition to respond to motives grounded primarily or uniquely in 
public institutions and organizations’’ (Perry and Wise, 1990: 368).  
Yet there is a variety of conceptual research done which has resulted in different 
definitions of PSM. What the variety of definitions do have in common is that most of 
them include the aspect of the provision of a meaningful public service, which is 
mainly driven by altruistic motives and creating purpose that supports the public and 
society, rather than the personal interest (Perry et al., 2010: 681-682; Schott et al., 
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2015: 690). Also, the concept is applied internationally and thus in different contexts. 
The original scale to measure PSM, developed by Perry (1996), was less universally 
applicable than initially was thought due to different political systems (democratic 
versus consensus based) (Rainey, 2014: 318). Vandenabeele (2008) edited the 
original scales to a more European context. Pandey and Wright (2008) provided 
support for a shorter universal scale which is considered to be accurately and efficient 
for measuring the concept. A follow up research, started by Kim, Vandenabeele, 
Wright, Andersen, Cerase, Christensen and Desmarais et al. (2013), used modified 
scales which included attraction to the public service, compassion, self-sacrifice and 
commitment to public values. A survey was conducted considering local government 
employees and they confirmed earlier findings that PSM was indeed present in many 
countries, but the interpretation and meaning of the concept did vary among different 
cultures (Rainey, 2014: 318).  
To elaborate, Schott et al. (2015: 692) argue that whilst the PSM construct is focused 
on the intrinsic motivation and commitment toward the public interest, it is unclear 
what the public interest entails (Bozeman, 2007). They do also state that the meaning 
of the idea ‘’public interest’’ is likely dependent on many contextual factors as well. 
Correspondingly to the earlier discussed values and characteristics of the public 
sector, multiple values and (the ambiguity of) goals do not foster congruencies about 
what the public interest entails. For instance, a health-care worker may potentially 
have other values than a civil servant (Van der Voet et al., 2017: 457). Current 
organizational changes are characterized by double-edged goals, such as being 
efficient and effective and simultaneously aiming to improve the quality of service 
delivery. Following the line of argumentation by Schott et al. (2015), even if an 
individual is highly public service motivated, behavior is likely to vary depending on 
the person’s interpretation of what constitutes the public interest, especially in 
situations of conflicting values and demands. Such a possible contrast is exactly what 
this research tries to uncover by examining a potential explanatory mechanism that 
leads to reactions to change which is characterized by being multi-facetted. 
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2.4.2 PSM and commitment to change 
To date, there has been ample research which linked PSM directly with (affective) 
commitment to change. Despite this, there are some theoretical assumptions and 
empirical findings to discuss.  
 
According to the initial work of Perry and Wise (1990), it was assumed that PSM 
could have a positive effect on employees’ their support or decrease in resistance for 
organizational change or reform in organizations which provide public services and is 
in favor of the public interest. As a result, employees are willing to sacrifice 
themselves to implement and commit to the interests and beneficiaries for society. 
Creating a meaningful public service is thus suggested as central in the relation 
between public service motivated employees and the commitment to a (public) 
organization. Put differently, PSM would increase employees’ commitment to the 
organization; “committed employees are likely to engage in spontaneous, innovative 
behaviors on behalf of the organization, [and] are likely to facilitate an organization’s 
adjustment to contingencies” (Perry and Wise 1990, 370-371). Wright et al. (2013: 
749) add that employees are supporting change while they are committed to change 
which is [valued as] beneficial for the public service, and less because of their 
commitment to the organization itself. 
 
In this regard, certain employee values may be of particular importance in public 
sector organizations undergoing change. Rainey (2014: 316) and Schott et al. (2015: 
691) state that studies in PSM have been empirically related to different reactions and 
self-reported personal attitudes of employees. There are however some limitations 
related to such outcomes, which will be further discussed shortly 
 
To start, Naff and Crum (1999) found a statistical significant relation between PSM 
and the perception of the National Performance Review (NPR) reform in the United 
States, which was designed and intended to improve (among other things) the 
responsiveness and cut-red tape associated with the US public service.  
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Similarly, Moynihan and Pandey (2007) found that changes aimed at reducing red-
tape and reforms that aim for goal clarification positively relates to the PSM of 
employees. These positive developments are likely increasing the commitment of 
employees while contributing to a meaningful public service increases effort.  
Complementary, Paarlberg and Lavigna (2010: 714) argue that organizational 
changes aimed at the improvement of benefitting others creates value for employees 
who are public service motivated. As a result, employees may translate such goals 
into more practical actions.  
Ritz and Fernandez (2011: 20-21) conclude that higher levels of public service 
motivation do not lead to resistance to change within the federal administration 
(Swiss). However, a condition is that as long as the changes do not interfere or lower 
the possibilities to enact public service motivation, change resistance will be limited.  
Next to the earlier stated positive relations between goal clarity and both 
organizational commitment and extra-role behaviors, Caillier (2016) also found PSM 
to significantly relate to these outcomes. While these are not commitment to change, 
the concept of commitment to change by Herscovitch and Meyer (2002) is rooted in 
the theory of organizational commitment by Meyer and Allen (1997). Altogether, 
with the results on extra-role behaviors, the previous findings are supported since this 
indicates that employees will put extra effort in realizing the goals of the organization 
when they are public service motivated. 
Despite the sound reasoning behind these findings for positive (support, acceptance 
and commitment) or negative reactions to change (resistance), direct empirical 
support for the relation between PSM and (affective) commitment to change is only 
provided by the following authors. 
Wright et al. (2013: 738, 744) present evidence for a significant relationship between 
PSM and commitment to change in their sample of civil servants implementing an 
austerity-related change. More specifically, they find that self-sacrifice may cause 
employees to support organizational change because higher levels of PSM indicate 
that they have less concerns about how the changes will affect them personally. 
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Most recently, Van der Voet et al. (2017) conducted a research in which they applied 
the broader concept of prosocial motivation interchangeably with Public Service 
Motivation. They found that youth care professionals with high prosocial motivation 
are more committed to change than those who had lower prosocial motivation. 
Although, they address the need for another outcome variable in PSM research. 
Regarding the concept of prosocial and PSM, they assume that employees who have 
this motivation ask the question ‘’What’s in it for others?’’ rather than ‘’What’s in it 
for me?’’ during organizational change (Van der Voet et al., 2017: 444). Concluding 
that commitment to change is a more suitable and predictive outcome of reactions to 
change than the self-reported and personal (job) attitudes of employees when 
considering PSM as an antecedent (Schott et al., 2015: 691; Van der Voet et al., 2017: 
457). 
While the focus of this study lies with a municipal context and civil servants who 
likely identify themselves with society, PSM is considered to have a better fit with 
this research. Prosocial motivation is possibly better applicable in a health-care 
related context since employees have a more direct connection with their clients (do 
good for others) and PSM is more concerned with the community or society (do good 
for society) (Van der Voet et al., 2017: 457). Similar to Wright et al. (2013: 738), this 
research thus adheres to the PSM definition by Rainey and Steinbauer (1999: 23): ‘’a 
general altruistic motivation to serve the interests of a community [emphasis added] of 
people’’.  
Concluding that the tailored public values of employees for working in the public 
sector are assumed to have positive effects on the support for change processes which 
benefit the greater good, the following hypothesis is proposed:  
 
Hypothesis 4: Public Service Motivation is positively related to employees’ 
commitment to change 
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2.5 Mechanisms between leadership, goal clarity, public employees’ values and 
commitment to change 
Yet, there are no studies which connects elements of the process of change with goal 
clarity, PSM, meaningfulness and the commitment to change in a single framework. 
Therefore, this study mainly relies on the theory and existing studies that have 
addressed parts of these connections. The remaining part of the theoretical framework 
is presented by building forth on the yet presented review. 
 
2.5.1 Goal clarity and public values (PSM) 
Both Caillier and Camilleri (2007) found positive associations between goal clarity 
and PSM. Caillier (2016: 303) interpreted this by arguing that goal clarity can give 
public servants the ability to evaluate and see how their effort can contribute to ‘’the 
betterment of society’’. Although, they mention that higher levels of goal clarity do 
not necessarily enhance PSM, but rather that the lack of clarity would have a negative 
impact on the PSM of employees’ their desire to serve the public or society. 
Subsequently, it is worthy to note that in this research, PSM is considered as an 
altruistic motivation or drive that is inherently present in public sector employees 
(regardless the amount of it) (Vandenabeele, 2014: 156). In addition, the amount of 
PSM is not essentially influenced by goal clarity, but rather is enacted when goals are 
clear and perceived as meaningful in accordance to employees’ their values. Before 
any further assumptions about the role of PSM are formulated, it is necessary to have 
a look at the underlying role of meaningfulness in the theoretical framework.  
2.5.2 Goal clarity and the role of meaningfulness 
In this study the concept of meaningfulness is based on the policy alienation theory 
developed by Tummers (2011). He developed different dimensions which are 
determining the support for change by addressing the perceived meaningfulness of 
change to both society and clients. It mainly encompasses the added value of changes 
for the respective targeting groups (Tummers, 2011: 9). These dimensions are also 
recently applied by Van der Voet et al. (2017) and Van der Voet and Vermeeren 
(2017) in relevant researches including prosocial motivation and respectively the 
commitment and willingness to change. Despite that it is commonly argued that civil 
servants are less prominent in their evaluation of the benefits for the clients but more 
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in the added value for society (Van der Voet et al., 2017: 457; Tummers and Knies, 
2013: 866), it is chosen to include both types of meaningfulness. As stated in the 
introduction, there is a majority of related research conducted by collecting and using 
data in an educational or healthcare related context. However, employees in some 
domains of local civil services, such as social domains related to health and the direct 
service delivery domains may value client meaningfulness equally or more important 
besides societal meaningfulness since they do have more direct contact with citizens.  
 
Central in this research is the possible conflict in values, supported by the rationale 
that clear goals could reduce uncertainty and provide employees with enough 
information so that they can evaluate the added value or possible conflicts between 
those goals (Wanberg and Banas, 2000: 137; Teo et al., 2016: 744). This is further 
best illustrated by the character of the recent trend of principal mergers as discussed 
in paragraph 2.1.  
 
In such constructions of inter-municipal co-operation, there is often aimed for 
different types of goals at the same time. On the one hand the workforces are 
combined to create efficiency and effectiveness, which are considered typical NPM-
values, by doing more with less. On the other hand, inter-municipal co-operations 
propose the improvement in quality service and delivery for the clients and society of 
the organization (i.e. increasing accessibility), by combining the qualities of the initial 
workforces (Hulst and Van Montfort 2007: 3-8; Stazyk, 2012: 6). 
 
In a situation with conflicting or complex goals, the meaningfulness of the 
employees’ their job is sometimes difficult to understand. Goal clarity or less 
ambiguity would likely help in understanding the contributions an employee is 
making. Especially public sector employees work in public organizations since they 
want to add value to society by the means of their work, as was mentioned earlier in 
this chapter (Tummers and Knies, 2013: 861). 
 
Tummers (2011: 23-24) provides further support for this line of argumentation, by 
stating that public professionals [or civil servants] are not showing resistance against 
policies or changes that are focused on NPM-values, but more likely because the 
intended goals are considered not suitable for achieving the end goal or the larger 
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purpose a change process tries to fulfil. Thus, indicating that the functionality of goals 
also plays an important role in determining the perceived meaningfulness. This also 
reflects to the goal setting theory (Locke and Latham, 2002). Adding that Tummers, 
Vermeeren, Steijn and Bekkers (2012) conclude that role conflict leads to less support 
for change initiatives.  
 
Finally, this is can be further explained by a more psychological approach, which is 
developed by Kahn (1990) who also initially founded the goal ambiguity concept in 
1960. Kahn (1990) developed an engagement model, wherein threats to psychological 
meaningfulness are described as inability to determine purpose of work, lack of fit 
with the organizations vision (here the vision of the principal merger) or that the 
clarity of roles and goals do not align with the vision of the organization (Byrne, 
2014: 85). ’’Employees who feel that the work itself makes a meaningful contribution 
to society, to something bigger than themselves, or inherently pays them back 
emotionally, physically, and cognitively will feel psychological meaningfulness’’ 
(Kahn, 1990 in Byrne, 2014: 87-88). Role and goal clarity may offer information on 
what one can expect of the job, thus connecting role clarity to expectancy theory. 
Hypothesis 5: Goal clarity is positively related to the perceived 
meaningfulness for society 
Hypothesis 6: Goal clarity is positively related to the perceived 
meaningfulness for the clients of the organization 
 
2.5.3 The role of transformational leadership and meaningfulness 
It was already hypothesized that transformational leadership has a positive effect on 
the provision of information, which in turn has a direct and positive effect on goal 
clarity. However, it also is evidently directly related to the perceived meaningfulness 
of change. In contrast to PSM, the perceived meaningfulness of change is considered 
as a dependent variable. For instance, the degree to which an employee values change 
initiatives or goals as valuable, is dependent on the completeness of information and 
the usefulness of this (as has been discussed in the previous section about goal 
setting). Especially since the complexity of goals and numerous simultaneous changes 
may lead to ambiguity or lack of understanding of the purpose of change (Tummers 
and Knies (2013: 861).  
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Bronkhorst et al. (2015) found that transformational leadership functions as an 
important and positive driver in determining different elements from goal setting, 
among which goal difficulty and specifity. To expand this argument, Van der Voet et 
al. (2016: 847) state that supervisors play an important role in the process of creating 
sense of this complexity and therewith also promoting the meaningfulness of change 
initiatives. Tummers and Knies (2013) found that leadership (LMX) was indirectly 
related to organizational commitment through the perceived meaningfulness of health 
and educational workers. However, they also argue that in local government 
meaningfulness is less present since other motivational drivers such as job security 
and pay are considered more important. Despite this, in the case of inter-municipal 
co-operation which strongly emphasizes the benefits for society and the clients in 
their service delivery goals, it is expected that meaningfulness of change plays an 
important role in determining the commitment to change. Furthermore, Jensen et al. 
(2016: 6-7) argue that creating a coherent view of complex or conflicting goals can 
foster the meaningfulness and understanding of the purpose of the underlying goals 
during change processes. In addition, transformational leadership can play an 
important role in attempts to make clear how employees can contribute to achieving 
the goals of the organization and especially how the complementary vision goes 
beyond the self-interest of employees. By following the yet presented paths, it is 
expected that: 
 
Hypothesis 7: Transformational leadership is both (a) directly and (b) 
indirectly related to the perceived meaningfulness of change for society 
Hypothesis 8: Transformational leadership is both (a) directly and (b) 
indirectly related to the perceived meaningfulness of change for the 
organization’s clients 
 
2.5.4 Meaningfulness and affective commitment to change 
To elaborate and build a link with the goal setting theory, Locke and Latham (2002: 
707-708, 714; Latham and Locke, 2006: 333) state that people guide their actions 
according to the presented goals. When employees perceive clear goals, they can 
evaluate those goals based on complete or sufficient information and in turn show 
support or resistance to implement the goal(s). Resistance can occur when the purpose 
of the goal is not perceived as meaningful and does not fit one’s personal values. The 
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provision of timely and accurate information during planned changes can thus enable 
employees to evaluate this information. As an effect, anxiety and uncertainty about 
the (personal) effects of change will be reduced and support is likely increased 
(Wanberg and Banas, 2000: 137; Teo et al., 2016: 744).  
 
To complement, Kiefer et al., (2014: 19) found and state that when change processes 
and procedures are perceived as meaningful for both the organization as the public, 
employees would show more positive behaviour toward such changes. The results of 
the earlier mentioned study by Van der Voet et al. (2017) also provides support for 
the positive relationship between both meaningfulness for society and clients on the 
affective commitment to change of youth care workers. According to their findings, a 
similar substitution effect of PSM and the two types of meaningfulness is expected. 
They conclude that when change is perceived as meaningful, the amount of prosocial 
motivation is no longer a major antecedent of commitment to change. At the same 
time, less (client) meaningfulness increases the importance of higher levels of 
prosocial motivation in order to have a higher affective commitment to change (456). 
Tummers et al. (2012: 1053) provides further evidence for this relationship by their 
conclusion that when a policy (or in this case a change) is in conflict with employees’ 
personal values or does not fit the client’s needs (in this case the citizens of the 
municipalities) less support for change implementation is measured. On the basis on 
these arguments it can be expected that: 
 
Hypothesis 9: The perceived meaningfulness for society is positively related 
to affective commitment to change 
Hypothesis 10: The perceived meaningfulness for the clients of the 
organization is positively related to affective commitment to change 
 
2.5.5 PSM as a moderator between goal clarity and commitment to change 
Finally, when goals are perceived as beneficial for society, public service motivated 
employees will likely put even more effort in, and be committed to the 
implementation of change initiatives (Wright et al., 2013: 749). Additionally, Caillier 
(2016) found that PSM mediated the relation between goal clarity and organizational 
commitment and extra-role behaviors. This indicates that when the goals are clear 
employees can decide to contribute to the implementation to those goals (hypothesis 
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3). In addition, if those goals are also perceived as meaningful for the target group 
they want to add value to, inherent altruistic motives such as PSM may be enacted 
and lead to even greater effort to the implementation of change. Put differently, when 
the role and goals of the employee are not clear and if the outcome of their potential 
effort in their work is not in line with their values, employees are less motivated and 
change behavior in favor of reaching their goals (Byrne, 2014: 64).  
 
Moreover, Rutgers and Steen (2015: 15-18) argue that taking a job as a civil servant 
can also occur out of necessity. As a consequence, it is possible that someone must 
adhere to certain (public) values in accordance to his/her job description. However, 
having a motivational value (i.e. PSM) and being committed to it does not necessarily 
mean that one can act upon such values at all times (i.e. when change is not perceived 
as meaningful). To elaborate, other rationales or motives may prevail due to 
contextual factors or relevance to its specific case. 
 
Concluding that the ambiguity of goals and the need for order in the double-edged 
goals that are considerably present in inter-municipal co-operations, it is likely that 
PSM functions as an enhancing factor between goal clarity and commitment to 
change. Consequently, a hypothesis with a moderating role for PSM is formulated 
since a higher effort to attain a goal which is perceived as meaningful may emerge 
when someone is public service motivated.  
Hypothesis 11: The relation between goal clarity and employees’ their 
commitment to change is positively moderated by Public Service Motivation 
 
2.6 Summarizing the theoretical framework 
Based on the theory and empirical evidence as presented in the previous paragraphs, 
ten (partly sequential) hypotheses are presented in this study. To recall, the 
hypotheses are presented in figure 1 by visualizing the causal relations and directions 
that these hypotheses represent.  
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Figure 1. Conceptual model including hypotheses and their directions 
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3. RESEARCH DESIGN AND METHODOLOGY 
 
In chapter 2 the first step toward answering the main research question is presented. A 
theoretical framework is developed consisting of eleven partial hypotheses which are 
contributing to answering the main research question of this study. The research 
design, data collection methods, operationalization of the central concepts, and the 
accountability and justification of this research are presented in this chapter. 
 
3.1 Research design 
In order to answer the main research question, a survey study is conducted among all 
employees of a principal merger organization in The Netherlands, which is still in an 
ongoing process of implementing their initiated changes. Since this study builds 
mainly on yet existing theoretical assumptions and research findings within the public 
(change) management, administration, social and psychological literature, this study 
is best characterized as being quantitative and deductive. 
 
3.2 Case selection 
Greater challenges are facing Dutch municipalities as a result of large national 
decentralizations and an increasing demand from citizens for responsive and a 
qualitative service delivery by those municipalities. As a result, three Dutch 
municipalities, Hillegom, Lisse and Teylingen, concluded that empowering their 
strategic position in the region requires an intensive co-operation with each other. The 
underlying goals are (a) improving the quality of the delivered work and services to 
citizens, local companies and institutions, (b) reducing the vulnerability of (critical) 
official functions and (c) reducing costs. In June 2015, these shared goals and 
ambitions resulted in the agreement to form a principal merger, under the title ‘HLT-
Samen’ (translated as ‘HLT Together’). By January 2017, the new organization was 
formally operational (Stuurgroep HLT Samen, 2015: 5, 9; Gemeente Teylingen, 
2016).  
 
To elaborate, in this construction of co-operation, each municipality remains 
politically autonomous. As a result, the work organization supports- and is the central 
contractor of the three different municipal-councils. All civil servants and employees 
of the initial municipalities are employed directly in the HLT Samen work 
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organization (Gemeente Teylingen, 2016: 5, 21). However, the initial workforces are 
restructured (to very similar but combined) in six different domains (Stuurgroep HLT 
Samen, 2015: 28-29, see appendix B for an overview).  
 
Furthermore, reducing costs in operational management must lead to high efficiency 
gains. To illustrate, the new work organization is designed to attract less external 
expertise and allocate the internal human capital, reduce ICT-costs and collectively 
create economies of scale to develop a stronger strategic position in the region. Also, 
yet existing co-operations in for example the social domain are intensified this way. 
Together, these changes would improve the quality of service delivery to citizens and 
offers opportunities for employees to deliver these with more expertise and 
professionalism (Stuurgroep HLT Samen, 2015: 8-9). 
 
Complementary, the clients and customers of the three municipalities do have a 
central role in the goals for the work organization HLT Samen. The organization aims 
to meet the demand for qualitative public service delivery by its community by 
improving both the digital accessibility and the physical communication channels. 
With the presence of the principal merger, the municipalities are better capable of 
being more responsive, getting closer to their citizens, local companies, social 
institutions and the individual municipal councils (Stuurgroep HLT Samen, 2015: 8-
9).  
 
In line with the theoretical framework, the case description does neatly fit the 
characteristics of the recent trends that are discussed in the previous chapter. Thus, 
this case is interesting since it fits the relations that this study aims to test in an inter-
municipal co-operative context where possible conflicts of goals and values may be 
present during the implementation of this change. 
 
3.3 Data collection and sampling 
A quantitative approach is applied in this study since it provides the opportunity to 
analyse large amounts of data and testing for causal mechanisms. The data were 
collected through an online-survey designed in the tool Qualtrics. The content of the 
survey was first tested on comprehensibility by the direction and the translations of 
the items were cross-checked with other studies (English to Dutch).  
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The link was distributed through the internal network of the organization. All 
employees of the HLT Samen organization, including managers (N=400) were invited 
to take part in the survey. The level of analysis is the HLT Samen work organization, 
while the level of observation is at the individual level. The total population of this 
research are municipalities which undergo inter-municipal mergers. While differences 
in municipalities may differ in size and geographical context, the results of this 
research must be considered in the light to these potential differences.  
 
As an extra incentive to participate, the supporting e-mail was signed by the direction 
of the organization to confirm the legitimate approval for the distribution of the 
survey. Also, the practical relevance of taking part in the questionnaire was 
highlighted by the notion that the results will be published in both a thesis and a short 
report with the results. It was in addition mentioned that these can function as input 
for the further implementation of the change. To limit a social desirability bias, the 
survey was not pre-announced and no elaboration on the specific framework of the 
research was provided before distribution (Jakobsen and Jensen, 2015: 17). 
 
The survey was accompanied by a short introduction to control for the respondents’ 
consent to participate in the survey. It was explicitly emphasized that the data were 
collected anonymously, not tracked back to individuals and would not be shared with 
others than the researcher. Followed by the substantive questions about the central 
variables in this research, as will be discussed in the next paragraph. The survey 
concluded with a set of demographic questions (e.g. gender, age, education level, 
tenure) and the respondents were thanked for their participation. A full version of the 
survey as presented to the respondents is included in Appendix B. 
 
Data were collected in a continuous period of two weeks in May and June 2017. 
While the decision of the municipalities to co-operate was made in 2015, it further 
was shaped and prepared in the years after. At the time of data collection, the 
principal merger was formally six months operational. Measuring the perceptions of 
the employees at that time implies that the respondents can recall on both the 
preparatory phase and the ongoing process of development and implementation of 
(future) changes. Possible common method biases caused by retrospective questions 
about the information provision are thereby accounted for (Jakobsen and Jensen, 
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2015: 6). In total 112 employees did complete the survey for at least the main 
questions, which results in a response rate of 28%.3 
 
3.4 Measurements 
First, the central variables of this research are operationalized using yet existing and 
established measurements. Each construct is measured by using a 7-point Likert-scale 
ranging from ’fully disagree’ to ’fully agree’ or a similar wording construction. Each 
construct variable has several items and is tested on its measurement reliability 
(Cronbach’s alpha), which is further elaborated on below. A full list of the used 
original measures in this study are included in Appendix A. 
 
The dependent variable affective commitment to change is measured by using 
Herscovitch and Meyer’s (2002: 477) original scale, consisting of six items. The 
argumentation for using this scale is already presented in the previous chapter by 
adhering to the results of a meta-analytic analysis by Bouckenooghe et al., (2016). 
The items are modified by specifying ‘the change’ to ‘the principal merger’. Some 
items are formulated negatively and are mirrored in the analysis (see appendix A). 
One sample of an item is: ‘’I believe in the value of the principal merger’’. The higher 
the score on the 7-point Likert scale, the more committed the respondent is to the 
change. [Cronbach’s alpha = .873] 
 
Goal clarity is measured using the original scale developed by Sawyer (1992: 135), 
therewith this study follows the same measurements as Caillier (2016) used in his 
study. The construct of goal clarity consists of five items, including indicators on task 
clarity, if the (new) objectives of the job are clear and if the expected results are clear. 
The higher the score on the 7-point Likert scale, the more goal clarity is perceived by 
the respondent. [Cronbach’s alpha = .938] 
 
A short scale by Wright and Pandey (2008: 509) is used to measure public service 
motivation (PSM). The scale is based on the initial twenty-four-item scale, originally 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
3 Note. The time this survey was distributed was in a relatively labour-intensive period since the 
organization was still occupied with tasks related to the implementation and adaption of new work 
processes that started per January 1st 2017. The direction was willing to provide acces to the 
organization, however no reminder was sent to prevent disruption of ongoing work and minimize work 
pressure. Otherwise the responserate would likely be higher. 
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developed by Perry (1996). As discussed in paragraph 2.4, cultural and geographical 
differences may lead to different interpretations to the concept of PSM. The shorter 
five-item scale is considered to measure the PSM concept accurately. A sample of an 
item is ‘’Meaningful public service very is important to me’’. The higher the 
respondent values the statements on the 7-point Likert scale, the more public service 
motivated the respondent is. [Cronbach’s alpha= .748]  
The perceived meaningfulness of change for both society as the clients of the 
municipal organization are measured by using two single-items based on the 
conceptualization of Tummers (2011) (cf. Van der Voet and Vermeeren, 2017). The 
two items are formulated according to the main goals of the principal merger: the 
principal merger contributes to (1) addressing the demand for qualitative service 
delivery from society and (2) the direct wellbeing and service of the citizens/clients of 
the organization. They indicated that these items were sufficient for obtaining a 
general view on the two distinct perceptions about the meaningfulness of change (Van 
der Voet and Vermeeren, 2017). The use of the single-items rather than the original 
multi-item construct (Tummers, 2011) is justified since they are used to obtain a 
general view of the respondents’ their perceptions, and therewith also limiting the 
length of the survey (Fuchs and Diamantopoulos, 2009: 204-205). 
In addition to these content and personal related variables, several other measures are 
used to account for the process elements in this study which are expected and 
assumed to have a high (in-)direct explanatory power related to the affective 
commitment to change.  
Transformational leadership is measured using four items based on the findings of 
Jensen et al. (2016). They reconceptualized transformational leadership measures by 
ensuring the applicability of those in both public and private organizations. This suits 
the partial public and private characteristics of this study. Also, the revised measures 
can be employed on both employees and self-reported leaders (Jensen et al., 2016: 
15). A sample statement about the perceived transformational leadership included in 
the questionnaire is: my direct supervisor… ‘strives to clarify for the employees how 
they can contribute to achieving the goals of the principal merger’ (modified to the 
case). [Cronbach’s alpha= .943] 
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The provision of complete information is measured using two different sources, which 
are to be combined in the analysis. First, change related information was measured 
(similarly to Van der Voet et al., 2017 and Wright et al., 2013) by using four items by 
Wanberg and Banas (2000), including: ‘’I have received adequate information about 
the principal merger’’. Since the goal clarity items by Sawyer (1992) do not fully 
account for the clarity and comprehensibility aspect of change related information, 
use is made of two additional items about change related information (cf. Teo et al., 
2016: 749). They included two items by Peach and White (2008: 249): ‘’Overall how 
clearly do you think you are informed about the nature of the changes that take place 
in your organization regarding the principal merger?’’ and ‘’How clearly are you 
informed when specific changes will be implemented?’’. [Cronbach’s alpha= .873] 
Second, some demographic control variables are included which are also linked in 
previous research on employees’ reactions to change (Oreg et al., 2011: 488). The 
relevant control variables which are included are: gender (dummy variable female= 
1), age and educational level (ranging from (1) primary school to (7) academic 
education). Also control variables are included for the respondent’s tenure in years 
with their initial municipality and in which domain s/he is most active. The latter is 
dummy coded, being employed in the service delivery or social domain (1= yes). 
Employees in these domains are assumed to have (more) direct contact with citizens 
and clients of the municipality as opposed to the other four domains which include 
background tasks and are concerned with business operational aspects (external 
versus internal orientation) and may consequently have more distinct thoughts about 
the change and its benefits for society or clients. Lastly, a dummy variable for 
supervisory status is included (1= being part of the management team or direction). It 
is namely argued that leaders tend to over-report behaviors and perceptions and might 
lead to a leniency bias (e.g. Jacobsen and Andersen, 2015; Oreg et al., 2011: 515; 
Podsakoff, MacKenzie and Podsakoff, 2003: 899; Jakobsen and Jensen, 2015: 6). 
Together, this enables comparison and control for the results from different types of 
respondents (cf. Toshkov, 2016: 252). 
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3.5 Accountability and justification 
In the design of this study already some potential common method biases are pro-
actively addressed, such as social desirability bias and possible leniency effects 
(Podsakoff et al., 2003: 882; Jakobsen and Jensen, 2015). Also, the construct validity 
is accounted for and the adaptions in formulation of some items in the questionnaire 
are carefully applied. Furthermore, and as will be continued on in the following 
paragraphs, the extensive elaboration on the used methods and applied techniques 
makes this research replicable to the extent that respondent’s perceptions may vary 
over time. 
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4. ANALYSIS AND RESULTS 
4.1 Analytical strategy 
In this chapter, the analytical techniques and results are presented. All data are 
examined and analysed by the use of both SPSS 22 and AMOS 22 software. Before 
any statistical techniques are performed some preparatory steps were conducted. First 
the initial retrieved dataset was examined on its completeness. Cases which only 
contained demographic variables or had missing data on two or more central 
constructs were removed from the analysis. Furthermore, outliers (such as age 1 or 
100) and cases which indicated auto-piloted answers to the questionnaire were 
removed since those may bias the mean or do inflate the standard deviation of the 
relevant variable(s) (Field, 2009: 97; Podsakoff et al., 2003). A total of 112 useful 
cases remained for the analysis. 
For the analysis, the following steps are performed using SPSS 22. First, a single 
explanatory factor analysis (EFA) is conducted. Second, the reliability of each 
measure is tested using Cronbach’s alpha as reliability measure (>.70). This is 
followed by the descriptive statistics in table 2. Fourth, the correlations between the 
included variables are presented. Finally, the hypotheses as represented in the 
theoretical framework are tested using a SEM approach in AMOS 22. 
 
4.2 Explanatory factor analysis (EFA) 
To determine if the data supports the intended and distinct constructs, an exploratory 
factor analysis (EFA) was conducted. All 26 items of the multi-item scales were 
included in a Principal Component Analysis (PCA) with Varimax rotation as 
extraction method and Kaiser Normalization. The KMO-value was found sufficient 
(KMO= .810> .5) which is considered as a ‘good’ sampling adequacy for the analysis 
(according to field, 2009: 647). Also the Bartlett’s test of sphericity was significant 
(X2 (325) = 2048.702, p < .001) and confirms that the relations between the items 
were appropriate for conducting the PCA. As a threshold, factor loadings below .40 
are suppressed (Field, 2009: 666). The initial shared loadings were sufficiently 
discriminated since no issues according the .20 discrimination minimum were 
detected. All factors reached the Kaiser’s criterion of 1 for eigenvalues and together 
explained 68.86% of the variance in the dataset. 
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The five factors that were extracted after rotation neatly reflect the intended multi-
item constructs in this study; Commitment to change (CTC), goal clarity (GCL), 
(PSM), completeness of information (INF) and Transformational leadership (TFL). 
The factor loadings and eigenvalues after rotation are presented in table 1.  
 
Table 1. Factor loadings EFA/PCA after rotation with Cronbach’s alpha’s 
  
  Component 
  1 2 3 4 5 
 CTC1 .781     
 CTC2 .808     
 CTC3 .604     
 CTC4 .797     
 CTC5 .726     
 CTC6 .771     
 GCL1  .886    
 GCL2  .868    
 GCL3  .798    
 GCL4  .852    
 GCL5  .827    
 PSM1   .659   
 PSM2   .615   
 PSM3   .836   
 PSM4   .753   
 PSM5   .649   
 INF1    .785  
 INF2    .791  
 INF3    .768  
 INF4    .589  
 INF5    .639  
 INF6    .642  
 TFL1     .838 
 TFL2     .810 
 TFL3     .834 
 TFL4     .872 
 Eigenvalues % 10.12 33.79 6.06 9.83 9.06 
 KMO= .810      
 α	   .873 .938 .748 .873 .943 
 
Notes. Extraction Method: Principal Component Analysis; Rotation Method: Varimax with 
Kaiser Normalization; factor loadings <.40 are suppressed; Initial Eigenvalues in %; 
Reliability (α) for each construct derived from each independent factor; Component placing 
modified for visualization purposes. 
	   43	  
4.3 Reliability of constructs 
In line with the results of the EFA, each component was tested for its internal 
consistency using Cronbach’s alpha for measuring the reliability. The removal of 
items was not necessary since no significant improvements in construct reliability 
were reported. Also, the inter-item correlation results indicate a reliable consistency 
of the items (>.30). All Cronbach’s alpha-values are sufficient (>.70) and range from α= .748 (PSM) to α= .943 (transformational leadership). The Cronbach’s alpha-­‐value 
for each variable is presented in table 1. Hence, the data support the expected and 
intended constructs of variables. Before further analysis, the items of each respective 
variable are computed to single constructs: e.g. Goal Clarity, PSM and Affective 
Commitment to Change.  
 
4.4 Descriptive statistics 
In table 2 the descriptive statistics for all included variables are presented. Included 
are: the number of observations, the mean, standard deviation, minimum and the 
maximum values. Based on the observations who reported their demographic 
characteristics, female respondents are slightly overrepresented (58%) in comparison 
to males (42%) in the recorded data. Also, the average respondent is about 47 years 
old and has been with their initial municipality for about 11 years. Only 26% of the 
respondents is located in the direct service delivery or the social domain and around 
74% is active in one of the other domains. Finally, a majority of the respondents 
(51%) does have a higher vocational education’s degree. 
 
The main variables were all measured using a 7-point Likert scale. Values below the 
value of 4 are representing lower agreement on the scale whereas values higher than 
this centre value are reflecting more positive attitudes toward the respective variable. 
First, the mean of goal clarity is moderately positive (M= 4.57). The average of 
affective commitment to change (M=3.54) is the most negative value of the included 
variables and indicates a negative attitude of employees toward the change. However, 
the average employee reported relatively high level of public service motivation 
(PSM) (M= 5.03). Which suits the expectations that self-reported PSM is relatively 
high in public organizations (Perry and Wise, 1990). To elaborate, PSM has the 
lowest standard deviation (SD= .88), which is similar to the findings by Van der Voet 
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et al. (2017: 453) in their research on prosocial motivation. The perceived 
meaningfulness for both society and the client of the change are around the scale’s 
centre (respectively M=4.03 and M=3.91) Furthermore, the received completeness of 
information and the usefulness of this was reported to come about moderately 
(M=4.11), although most respondents rated the completeness of information below 
this value (3.67). Moreover, respondents reported relatively high amounts of 
transformational leadership from their direct supervisor (M= 4.56). 
 
Table 2. Descriptive statistics  
 N Mean Standard deviation Minimum Maximum 
1 Gender 105 .58 .50 0 1 
2 Age 92 47.77 10.86 23 64 
3 Education 107 5.63 1.30 2 7 
4 Tenure 102 11.14 9.04 0 38 
5 Service or social domain 112 .26 .44 0 1 
6 Member MT 112 .04 .19 0 1 
7 Affective Commitment to Change 112 3.54 1.25 1 6.67 
8 Goal Clarity 112 4.57 1.49 1 7 
9 PSM 112 5.03 .88 2.20 7 
10 Completeness of information 112 4.11 1.07 1.17 7 
11 Transformational leadership 112 4.56 1.38 1 7 
12 Meaningfulness for society 111 4.03 1.51 1 7 
13 Meaningfulness for clients 111 3.91 1.49 1 7 
 
 
4.5 Correlations 
Since the variables are measured as interval/ratio variables, Pearson’s’ r is used as a 
measure for association between the variables (Field, 2009: 186). Despite that the 
hypotheses are formulated in one direction, a two-tailed test is conducted rather than a 
one-tailed test to see if there are any contrasting results (Field, 2009: 54). All 
correlations are presented in table 3. 
In order of strength; it appeared that affective commitment to change was not 
significantly related to public service motivation (r = .083, p (two-tailed) < .05). 
However, goal clarity, and transformational leadership are moderately positively 
related to affective commitment to change (respectively: r = .349 and r = .358, p 
(two-tailed) < .01). Furthermore, information (r = .470) and the perceived 
meaningfulness of change for both society (r = .626) and the clients of the 
	   45	  
organization (r = .578) are stronger correlated to affective commitment to change 
((two-tailed) < .01). The control variables tenure and being a member of the 
management team have small, but significant correlations with affective commitment 
to change (r = -.232 and r = .201, p (two-tailed) < .05). 
With respect to the process related variables, information about the change and 
transformational leadership, all other central variables except PSM are positively 
correlated with these variables. Also, being a member of the management team is 
positively related to these variables. Nevertheless, PSM is positively correlated with 
employees who work in the service or social domains of the merger organization (r = 
.234, p (two-tailed) < .05). Lastly, age is correlated with the perceived goal clarity (r 
= .215, p (two-tailed) < .05). 
Remarkably, the (very) high and significant correlation between the perceived 
meaningfulness of change for society and the clients of the organization raised some 
concerns (r = .815, p (two-tailed) > .01). Therefore, a set of primarily linear 
regressions are performed, using SPSS, to control for the issue of multicollinearity. 
Both variance inflation factors (VIFs) were well above 3 and the mean of all VIFs of 
the included variables was substantially larger than 1. These results indicate some 
undesirable implications for the stability and reliability of the variables’ their 
estimates when they are both included in the analysis (Field, 2009: 224, 242). While 
including both items would possibly lead to an artificial smaller dataset, and thus less 
predictive power, it was decided to combine the two items to one variable for the total 
perceived meaningfulness. This choice is further justified since it still fits the 
intention of having a general interpretation of the perceived meaningfulness about the 
change (Fuchs and Diamantopoulos, 2009: 205). Moreover, omitting both variables 
from the analysis would lead to loss of valuable data and choosing one over the other 
could bias the results. The presence of more data would likely enable the 
interpretation of the separate effects of these two items (Field, 2009: 300). To 
conclude, re-running the correlation analysis gives that the combined correlation of 
meaningfulness is similar to the individual correlations to affective commitment to 
change (r = .632, p (two-tailed) < .01). As a consequence, multi-collinearity was no 
longer an issue (Field, 2009: 636). The new descriptive statistics of the 
meaningfulness variable are: M= 3.97 and SD= 1.43. 
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Table 3. Correlations between all variables 
 
Notes. Significance levels: * = p <.05; ** = p <.01; *** = p < .001 (two-tailed); Pearson’s r is 
used as correlation coefficient. 
4.6 SEM analysis and results 
Yet, the factor loadings, descriptives and correlations are presented and the data are 
prepared for further analysis. To test whether the relations and paths as presented in 
the theoretical framework are significant or not, a structured equation model approach 
(SEM) is applied. A similar approach is used by two studies which also partly covered 
the relations this research is based on (Van der Voet et al., 2016 and Caillier, 2016). 
Despite that multiple linear regression approaches (OLS) are indeed suitable to 
identify indirect or moderated effects, they are limited in specifying the strength of 
the indirect estimates. The advantage of conducting a SEM analysis is that all direct 
and indirect effects of the different paths as discussed in chapter 2 can be calculated 
simultaneously. All significantly correlated control variables were regressed on the 
variables in the model, however they are not displayed in figure 2. To account for the 
assumed positive interaction-effect of PSM on the relation between goal clarity and 
affective commitment to change an interaction term was computed in SPSS. The 
variables PSM and Goal clarity are standardized and these values were multiplied 
with each other to create the interaction term PSMxGoalClarity. In fact, all other 
variables as presented in the theoretical framework are standardized as well. Since the 
perceived meaningfulness for society and clients variables are combined, the 
hypotheses including the perceived meaningfulness for society and clients are 
mentioned as ‘perceived meaningfulness’ in the following analysis. 
 1 2 3 4 5 6 7 8 9 10 11 12 
1. Gender 1            
2. Age -.241* 1           
3. Education .042 -.323** 1          
4. ServiceORsocialdomain .294** .034 -.003 1         
5. Tenure -.309** .503** -.251* -.141 1        
6. Member Management Team -.133 .089 .132 -.114 -.014 1       
7. Affective Commitment to Change .018 -.115 .055 .111 -.232* .201* 1      
8. Goal Clarity .126 .215* .034 .041 -.033 .192* .349** 1     
9. Public Service Motivation .020 -.029 .086 .234* -.018 .179 .083 .090 1    
10. Completeness of information .158 .009 .156 .071 -.109 .280** .470** .455** .051 1   
11.Transformational leadership .178 -.052 .042 .047 .024 .193* .358** .459** .116 .576** 1  
12. Meaningfulness -.008 -.025 .022 -.023 -.158 .276** .632** .404** .075 .405** .347** 1 
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Inter-municipal co-operative context 
The fit indices for the model are indicating a conforming fit of the model to the data. 
First, the chi-square test is insignificant and indicates a good fit according to the 
sample size (20,496/DF=12, p .058 > .05). The CFI (.967) and RMSEA (.080) are 
sufficient values to state that the model fits the data well. Despite that the RMSEA 
value indicates a reasonable error of approximation, it is well below the .10 value 
(Browne and Cudeck, 1993). In figure 2 all significant standardized regression 
estimates are presented for each supported hypothesized path. The R2-values for each 
dependent variable are displayed in parentheses. 
Figure 2. Structural model (SEM) 
 
 
 
 
 
 
 
 
 
 
Notes.  Standardized regression estimates are presented; R2 of dependent variables are 
displayed in parentheses; Included control variables are not displayed in the model; 
Significance levels: * = p <.05; ** = p <.01; *** = p < .001. 
 
The results show support for hypothesis 1 that transformational leadership is strongly 
and positively related to the provision of complete information (β= .537, p < .001). In 
turn, the presence and provision of complete and useful information is significantly 
related to the reported goal clarity (β= .397, p < .001) and the affective commitment 
to change (β= .241, p < .05). The expected direct roles and positive effects of these 
variables in the process of change are thus confirmed by the analysis of the data 
(hypothesis 1 and 2 a/b).  
.537*** .397*** 
.298** .217* 
.499*** 
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Perceived 
Meaningfulness  
(.245) 
Goal clarity 
(.283) 
Transformational 
leadership 
Completeness of 
Information 
(.388) 
Affective 
commitment to 
change 
(.477) 	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Furthermore, the perceived meaningfulness about the principal merger is positively 
influenced by both goal clarity (β= .298, p < .05) and transformational leadership 
activities (β= .217, p < .05). Hence, the results are supportive for the direct positive 
relation between goal clarity and perceived meaningfulness (hypothesis 5/6). In 
addition, transformational leadership is as expected directly affecting the perceived 
meaningfulness of employees positively (hypothesis 7/8a). Also, higher amounts of 
the perceived meaningfulness about change are strongly and positively related to the 
affective commitment to change (β= .499, p < .001). Therefore, hypothesis 9/10 
cannot be rejected.  
Against the expectations of the theoretical framework of this study, the hypothesized 
positive effect of goal clarity on the affective commitment to change was not 
significant (β= .079, p .349 > .05). The direct effect of PSM on affective commitment 
to change was also not reported significant (β= .002, p .979 > .05). Neither the 
assumed positive moderating effect of PSM on the relation between goal clarity and 
affective commitment to change was supported by the outcomes of the SEM-analysis 
(β= .013, p .349 > .05). Therefore hypothesis 3, 4 and 11 are rejected. To illustrate, 
the insignificant interaction-effect of PSM is presented in figure 3 below. 
Despite that none of the control variables included in the analysis was significantly 
directly related to the affective commitment to change, there are however some 
significant relations reported between the control variables and the other variables. 
First, being a member of the management team is positively related to 
transformational leadership (β= .233, p < .05), the completeness of information about 
the change (β= .173, p < .05), and PSM (β= .215, p < .05). This supports the idea that 
leaders tend to overreport these concepts (e.g. Jacobsen and Andersen, 2015; Oreg et 
al., 2011: 515; Podsakoff et al., 2003: 899). 
Also in line with the theoretic assumptions is the positive and significant relation 
between working in the service or social domain of the municipality and the self-
reported degree of PSM (β= .287, p < .05). Gender (1= female) is positively related to 
the perceived transformational leadership (β= .268, p < .05). Finally, age is positively 
related to goal clarity (β= .298, p < .05). 
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Despite the statistically insignificant regression results, the plot does help in 
understandinging the insignificant interaction-effect. The almost parallel lines visually 
indicate the lack of an interaction-effect between the included variables (Field, 2009: 
445). However, when taking a closer look to the lines, the plot indicates that in the 
case of low goal clarity, higher levels of PSM do not contribute to a higher affective 
commitment to change. When the goals are further clarified, higher levels of PSM are 
resulting in higher degrees of affective commitment to change. This result will be 
further discussed in the next section. 
 
Figure 3. Interaction-effect of PSM on the relation between goal clarity and affective 
commitment to change 
 
 
To account for the indirect relations in the model and the different paths, a 
bootstrapping procedure was applied to get insight in the indirect and total effects of 
the included variables. Overall, the indirect effects that are presented in the theoretical 
framework of this study are confirmed. Although no direct relation between goal 
clarity and commitment to change was present, goal clarity performs an indirect effect 
through meaningfulness on the affective commitment to change (β= .149, p < .05). 
While information has both significant positive indirect relations with meaningfulness 
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(β= .118, p < .05) and affective commitment to change (β= .090, p < .05)4, it was 
already presented that it also is directly and positive related to affective commitment 
to change (β= .241, p < .05) (hypothesis 2b). Transformational leadership is indirectly 
related with meaningfulness (hypothesis 7/8b), thus more transformational leadership 
also contributes to the improvement of the perceived meaningfulness through the 
provision of information about the change (process) and clarity of goals (β= .118, p < 
.05). In turn, a significant indirect effect of transformational leadership on affective 
commitment to change is confirmative (β= .286, p < .001) and indicates that this 
leadership style is affecting the support for change positively through other variables 
in the change process as well (similar to the results by Van der Voet et al., 2016).  
Results from the bootstrap procedure also indicate that being a member of the MT has 
a direct positive effect on the meaningfulness of change (as expected) (β= .165, p < 
.05), longer tenure was found to have a direct negative effect on meaningfulness (β= 
.249, p < .05). Besides, the reported total effects also indicate that having a 
supervisory position (member MT) loads on the commitment to change (β= .198, p < 
.05) and that longer tenure with the organization results in less affective commitment 
to change (β= -.225, p < .05). 
 
 
 
 
 
 
 
 
 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  4	  These	  indirect	  relations	  are	  not	  hypothesized,	  but	  are	  indeed	  present	  when	  following	  the	  paths	  of	  	  the	  theoretical	  framework.	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5. DISCUSSION 
Yet, the results of the analysis are presented. A theoretical model was constructed 
based on different (partial) findings of previous studies and theories. While the results 
in the previous chapter are either confirming or rejecting the hypothesized effects, it 
lacks elaboration on the relation with the theory and earlier findings. More 
importantly: what the combination of these partial findings do imply. 
5.1 Interpreting the results and reflection 
To start, transformational leadership was found to have a direct and positive 
relationship with the provision of complete information about the change process. In 
turn, the information provided was statistically significant related to the clarity of 
goals. These results indicate that the role of transformational leadership is indeed 
important in the provision of complete information about the change (cf. Fernandez 
and Rainey, 2006: 168-169; Kotter, 1996; Jensen et al., 2016: 6). 
When considering the direct relations of information and goal clarity on the affective 
commitment to change of employees, only the hypothesis including the completeness 
of information was statistically significant. A possible explanation for this result is 
that the information outweighed goal clarity (at least statistically) in relation to the 
commitment to change. According to the descriptive statistics, the goals and roles of 
the employees with regard to the change were somewhat perceived as clear (M= 
4.57), while the completeness of information came about moderately (M= 4.11). In 
this sample, it is perhaps relatively clear what the roles and goals of the employees’ 
job are (thus the presence of the information) but does not necessarily lead to more 
commitment to change since the content of the provided information is lacking or is 
not perceived as meaningful (Oreg, 2006; Locke and Latham, 2002). Furthermore, the 
provision of information may reduce uncertainty and anxiety. The data support this 
idea since the results indicate that the provision of more and complete information 
about the change is resulting in both higher goal clarity and a higher commitment to 
change (cf. Oreg, 2006; Wanberg and Banas, 2000).  
To elaborate, an increase in goal clarity was found to affect the perceived 
meaningfulness about the change positively. A better understanding of how 
employees can contribute to change enables the possibility to evaluate if the goals are 
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meaningful for the purposes they are initiated for. In particular, role and goal clarity 
can thus increase the understanding of employees on what to expect and in turn reflect 
this in their perceived meaningfulness (cf. Pandey and Wright, 2006: 517; Tummers 
and Knies, 2013: 861; Byrne, 2014: 87-88). The results indicate a direct link with the 
discussed literature on goal setting. Locke and Latham (2002: 707-708, 714; Latham 
and Locke, 2006: 333) stated that people can guide their actions in accordance with 
the presented goals, however the effort that employees put in the implementation of 
these goals is dependent on the perceived meaningfulness (purpose) and the fit with 
their personal values (such as PSM).  
When looking at the descriptive statistics, the perceived meaningfulness (M= 3.97) 
came about moderately negative. Whereas the affective commitment to the current 
change is considerably low (M= 3.6). Besides the statistical tested relations, the 
current change is perhaps not perceived as meaningful since the intended goals are not 
fitting the employees’ perception on how the end goal or the larger purpose of the 
change is to be achieved (Tummers, 2011: 23-24). The relatively low score on the 
commitment to change variable indicates that there is little support for the current 
changes, being the principal merger. Considering the items of the commitment to 
change measure, the construct mean is based on the evaluation of items including 
which stresses if the principal merger serves and important purpose, to what extent 
things get worse by this change and if this is a good strategy. When connecting these 
findings with the very strong statistically significant relationship between the 
perceived meaningfulness and affective commitment to change (β= .499, p < .001), 
this indicates a need for more meaningfulness in order to create more support for the 
change. In combination with the low affective commitment to change, it is likely that 
there is a conflict between (sub-)goals. It is thus very likely that an approach which is 
considered as more meaningful for the goals that are to be attained leads to a higher 
commitment to change. As stated in the introduction, double-edged goals are 
considerably present in inter-municipal co-operations and the public sector in general 
and might result in conflicts (Rainey, 2014). 
This finding is further supported by the literature that when a change is in conflict 
with employees’ their personal values or does not fit the needs of the targeting 
audience (here the improvement in qualitative service delivery to society and clients) 
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less support for change is measured (Tummers et al., 2013: 1053; Van der Voet et al., 
2017). In addition, the focus on efficiency and effectiveness perhaps disrupts the 
perceived meaningfulness for both the organization and the public, resulting in a less 
positive attitude toward change (Kiefer et al., 2014: 19). There is clearly some 
dissatisfaction or conflict on how the change comes about, which leads to 
commitment to the change. This finding suits the theoretical and earlier empirical 
findings as presented in chapter 2 on role conflicts (Tummers et al., 2012: 1055).  
 
Subsequently, being a supervisor (member of the management team) had either a 
direct or total positive effect on all these elements. While it was already stated that 
leaders tend to overreport their perceptions (e.g. Jacobsen and Andersen, 2015), there 
is thus a difference in the believe to which extend the information is complete and in 
accordance with the goals, how the change contributes to the larger purpose and 
especially the support for change. Thereby providing further support for the existence 
of possible conflicts. To advance, transformational leadership could help in 
establishing more congruencies about the meaning of change. 
 
Furthermore, linking transformational leadership to goal setting theory provided 
valuable insights in the indirect effect on the perceived meaningfulness, which goes 
through the provision of information and goal clarity. The analysis also shows that an 
increase in transformational leadership activities is contributing directly to a higher 
perceived meaningfulness. Similar to the findings by Van der Voet et al. (2016) and 
Jensen et al. (2016), the data support the important role of transformational leadership 
activities during change processes. To specify, creating a coherent view of the 
complexity of goals fosters the understanding of how employees can contribute in 
attaining the goals. In the case of a principal merger where efficiency and improving 
the quality of the service delivery are aimed for simultaneously, transformational 
leadership activities, such as creating a vision and comprehensibility of the purpose of 
goals, are thus positively affecting the perceived meaningfulness.  
By following the path of the previous presented results, is can be concluded that the 
relation between transformational leadership and affective commitment to change is 
mediated by the perceived meaningfulness. These results neatly reflect earlier 
findings by Tummers and Knies (2013: 866). Although they assumed that 
	   54	  
meaningfulness played a less important role in determining the affective commitment 
to change in a municipal setting than in a healthcare setting, the findings of this study 
among civil servants indicates that the meaningfulness has a major role in 
determining the affective commitment to change (β= .499). This result is likely due to 
the fact that inter-municipal co-operations also do emphasize the benefits the change 
has for society and the clients of the municipal organizations (i.e. qualitative service 
delivery and more responsiveness toward the citizen and clients of the municipality). 
The direct relation between higher levels of perceived meaningfulness and increased 
support for change is as expected in line with earlier empirical findings (e.g. 
Tummers, 2011; Van der Voet et al., 2017). 
What’s more interesting about the results of the SEM-analysis is that PSM did not 
have a statistically significant effect on the affective commitment to change. At first, 
this finding is inconsistent with the proposition that higher self-reported PSM (M= 
5.03) would lead to a higher degree of affective commitment toward change that aims 
for improving the civil service and is in favor of the public interest (Perry and Wise, 
1990; Naff and Crum, 1999). However, this result is not entirely in contrast with 
earlier findings and theoretical insights. Wright et al. (2013: 743) for instance, 
concluded that PSM is related to commitment to change, although its effect goes 
through and by the means of another mechanism. Neither the hypothesized positive 
moderating effect of PSM on the relation between goal clarity and affective 
commitment to change was supported by the results.   
There are two main ways in which the absence of PSM in the extracted model can be 
explained. First, on a statistical basis, since the standard deviation of PSM was 
relatively small (SD= .88), it could likely not perform enough power to create 
variance in the commitment to change variable. Resulting in limited statistical vigour. 
Secondly, this result is also defendable on a theoretical basis. As Rutgers and Steen 
(2015: 15-18) mentioned, having a motivational value and being committed to it does 
not necessarily mean that one can act upon such values at all times (i.e. when the 
perceived meaningfulness is low). The perceived meaningfulness was reported around 
the centre of the 7 point Likert scale (M= 3.97). In combination with the low score on 
commitment to change (M= 3.54) it is assumable that the positive traits of employees’ 
their PSM are not enacted, since there is likely not enough perceived benefit of 
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putting more effort in achieving the goals of the change (cf. Ritz and Fernandez, 
2011: 20-21). Additionally, Caillier (2016: 303) argued that goal clarity enables 
evaluation of how employees’ their effort can contribute to ‘’the betterment of 
society’’. He provided further argumentation for the previous arguments by stating 
that higher levels of goal clarity do not result in more PSM behaviour, but rather the 
lack of clarity would have a negative impact on their desire to serve the public or 
society. This finding also matches the plot of the insignificant interaction effect in 
figure 3 (see page 49).  
 
Put differently, when the role and goals of the employee are not clear and if the 
outcome of their potential effort in their work is not in line with their values, 
employees are less motivated to change their behavior in favor of reaching their goals 
(Byrne, 2014: 64). This also connects with the central rationale of goal setting theory 
which captures the ‘’purpose causes action’’ rationale by Aristotle (Latham and 
Locke, 1991: 212). This further explains why the PSM of employees did not have an 
enhancing role in determining the commitment to change, wherein the low perceived 
benefit of the goals for others (likely) functions as the main explanatory driver. This 
aligns with previous findings presented in chapter 2 by Wright et al. (2013), Paarlberg 
and Lavigna (2010: 714) and Schott et al. (2015). Based on the findings by Van der 
Voet et al. (2017), it was expected that this change had a more prominent societal 
meaningfulness, it was however not confirmed that a low perceived meaningfulness 
was compensated by the moderately reported degree of PSM in the sample. Hence, 
PSM did in turn did not result in a higher affective commitment to change. 
Concluding that the the lack of goal clarity and perceived meaningfulness of change 
does not enact the PSM of employees in the sample and in turn no additional increase 
in the affective commitment to change is performed.  
5.2 Academical implications 
In the just described discussion about the results some implications for the literature 
were already mentioned. However, there are additional and general academical 
implications of this research to the current available literature related to public 
administration and change management. 
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First, by establishing a theoretical framework that connects earlier and partial findings 
from the literature on change management, transformational leadership, goal setting, 
PSM, meaningfulness and commitment to change, a more in-depth insight in the 
causal mechanisms between these elements is obtained. In addition, the research 
findings indicate that transformational leadership has an important (indirect and 
direct) role in affecting the public sector specific elements such as the meaningfulness 
of change and the role of public values such as PSM. The central role of goal setting 
theory (Locke and Latham, 1990) proved to be of great value in the framework. The 
combination of the different theoretical and empirical findings thus contributed to get 
more insight in how commitment to change is affected by the public values of the 
employees and what role transformational leadership has in this. Therefore, this study 
adds to the literature by taking a more inclusive approach to examining the 
mechanisms of change processes in typical public organizations, which corresponds 
to the need for such advancements in research (Kuipers et al., 2014). 
Second, the actual selected case adds to the limited research that has been conducted 
regarding this timely trend of inter-municipal co-operations and the reactions of 
employees to these changes (Bel et al., 2013; Holum and Jakobsen, 2016; Rodrigues, 
et al., 2012; Schott et al., 2015). It is interesting to see whether the aims for NPM-
values are seen as truly meaningful in order to improve the quality of public sector 
service delivery and whether these goals are in accordance with the tailored public 
values of those employees (such as PSM). However, these timely trends may cause 
conflicts in values and result in resistance, especially since the clarity of goals is 
already often lacking in public organizations (Rainey, 2014: 151). In turn, these 
developments may lead to detrimental implications for the support and success for 
change and reforms. The analysis provided statistical evidence for these mechanism.  
To illustrate, the ‘enactment’ effect of PSM in the model is considerably the most 
prominent element in the final framework and contributes to previous theoretical 
findings by for example Rutgers and Steen, 2015 and Caillier, 2016. The 
recommended combination of leadership, goal setting literature and the literature on 
PSM and meaningfulness (Tummers, 2011; Tummers and Knies, 2013; Bronkhorst et 
al., 2015) provided more insight in how supportive or resistant behaviours occur and 
what implications this has for the commitment to- and implementation of change.  
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Third, this case tests partial outcomes of previous research which has been conducted 
mainly in organizations where employees typically report high levels of PSM or 
underline the importance of meaningfulness, such as healthcare (Tummers, 2011, 
2012; Van der Voet et al., 2017; Kuipers et al., 2014). Also, the selection of a Dutch 
case on the local government level deviates from the prominent PSM related research 
in a US context (Caillier, 2016; Wright et al., 2013; Naff and Crum, 1999; Kuipers, 
2014). Hence, this study contributed to alleviating these biases. 
Fourth, this research has also contributed by testing different measures. The short 
transformational leadership scale by Jensen et al. (2016) has proved its adequate 
applicability in a public sector context (Cronbach’s alpha was .943). In addition, the 
use of less egocentric outcomes such as commitment to change rather than 
commitment to the organization or job satisfaction in a change context provided a 
more relevant outcome when conducting research on change in combination with the 
values of public sector employees (Wright et al., 2013; Van der Voet et al., 2017). 
5.1 Limitations of the study 
Besides the contributions this research has made to the gaps in the literature, this 
study also has some limitations in its design and results. First, the data were collected 
using one Dutch principal merger (three municipalities becoming one organization) 
which limits the generizability of the results to the total population of principal 
mergers. Nevertheless, many recent principal mergers do have similar goals (Hulst et 
al., 2009). The causal mechanisms are however expected to function in a similar way 
as found in this study. Therefore, the results must be interpreted with some reasonable 
caution when generalizing to other municipal mergers which are different in their 
geographical position, size or co-operative construction.  
Second, the direction of the case (HLT Samen) was not willing to send a survey-
reminder to the employees after the first week of the data collection period. This has 
resulted in a lower than expected response rate. Although the sample size was limited 
(N=112), it provided enough data to fit the SEM-model conducted and make valid 
generalizations to the studied organization (N=400) (Browne and Cudeck, 1993). 
Subsequently, the lower sample size caused some limitations for some of the 
measured variables and results. 
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To specify, the study was intended to measure both meaningfulness for society and 
clients of the merger organization. However, multicollinearity was evaluated as a 
concern since including both items in the analysis could result in biased estimates. 
Therefore, the two items were combined, although not ideal for forming a single 
construct, it would prevent loss of valuable information about the respondents’ 
perceptions of the change (Field, 2009: 300; Kline, 2005: 172; Osborne and Costello, 
2009: 5). Under the awareness of these limitations, the presence of more data would 
likely tease the individual effects apart (Field, 2009: 300). It is perhaps also 
reasonable to argue that the two statements did not represent two distinct perspectives 
in the perception of the respondent. Using the full multi-item measurement scales by 
Tummers (2011) could have been more appropriate to tease the separate dimensions 
and their effects apart. Nevertheless, the importance of maintaining an acceptable 
response rate outweighed the prospected negative impact on the number of responses 
caused by lengthening the questionnaire.  
Another limitation is the possibility that the results are subject to common method 
biases (Jakobsen and Jensen, 2015; Podsakof et al., 2003). Despite the efforts made to 
address these potential biases, a limitation should be mentioned for the current study. 
The results were collected in a timespan of two weeks, after six months of the 
organization being formally operational. The mediocre to low scores on for example 
the information provision, the perceived meaningfulness and the affective 
commitment to change could be biased by the fact that the data were collected too 
early in the process of change and no profound distinction between the used 
statements could be made yet. It is likely that the completeness of information and the 
perceptions about the change process may further develop over time. 
5.3 Future research directions 
To build forth on the main limitations, contributions and results, there are some 
recommendations for future research and practioners as well. To start, replicating this 
research in other principal merger organizations or changes alike could improve the 
external validity of the results. This approach requires the use of larger sample sizes, 
cross-checking different findings in different countries or populations, moments in 
time or different types of inter-municipal co-operations. Moreover, replicating a 
similar study in other public organizations, with reform or change processes alike, 
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could also lead to further validating the results and may foster beneficial 
understandings of the relations in the theoretical framework. 
 
To elaborate, the commitment to change in the studied principal merger was found 
low. While inter-municipal co-operations often are based political decisions, civil 
servants are rather limited in their choice. Wright et al. (2013: 745) state that 
behaving in favour of the change is sometimes a better choice, since the costs of 
resisting change are considered too high. In combination with the main findings of the 
analysis, future researchers should include the perceptions toward other mergers as 
well (e.g. preference over others for a complete merger of both civil services and 
municipal councils). Other longitudinal or comparative approaches could include 
different actors such as; employees versus managers, among different groups of 
employees in different types of domains (direct service delivery or business 
operational tasks) or politicians (as the initiators) versus civil servants.  
 
Another interesting longitudinal approach is to test whether the inter-municipal co-
operation is perceived as meaningful by citizens versus the perceptions of the 
organizational members (i.e. do they experience quality improvements in service 
delivery) (e.g. Holum and Jakobsen, 2016). In particular since the trend of inter-
municipal co-operation is becoming more prominent in European municipalities 
(Hulst et al., 2009: 264; Stazyk, 2012: 6), it is valuable to explore if such changes are 
truly an effective and meaningful remedy for the challenges these municipalities face 
(e.g. budget cuts and higher demand for qualitative service delivery). 
 
Furthermore, future researchers should continue making connections between 
different findings from the change management, goal setting, leadership and public 
values related literature in combination with the commitment to change variable as 
outcome variable. Testing, using or expanding the theoretical framework that has 
been presented in chapter 2 could provide a meaningful start or inspiration in this 
direction. The current tested model could not determine the factual (statistical) 
presence or causality of potential goal and role conflicts in relation to the perceived 
meaningfulness and commitment to change. Therefore, an interesting avenue to 
follow is to include a goal conflict and complexity variable in the model (similar to 
Tummers, Vermeeren and Bekkers, 2012; Van der Hoek et al., 2016: 16; Bronkhorst 
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et al., 2015). While in this study the PSM of employees was measured, it performed 
no statistically significant effects. It is however argued that civil servants (in 
municipalities) do have other strong motives to work in public organizations such as 
job security and pay (Tummers and Knies, 2013: 866) and out of necessity (Steen and 
Rutgers, 2015), therefore these elements should be controlled for in future research. 
 
While there is already a vast amount of qualitative research done (Kuipers et al., 
2014), the combination with quantitative data could improve the understanding of the 
mechanisms that are demonstrated statistically. Therefore, a mixed methods approach 
by collecting qualitative data could provide even more in-depth insight in the change 
process and understanding of how meaningfulness can be created or in what ways the 
change is considered as truly efficient and effective. 
 
5.4 Practical implications and future directions for practitioners 
 
The results of this study do also have some implications for the HLT Samen 
organization that was studied as an example of a principal merger. Regarding the 
findings as discussed earlier in this chapter, it is advised to focus on potential 
conflicting values of the employees and the means by which the end goal is intended 
to be achieved. A further emphasis on the provision of complete information and the 
clarification of goals may increase the perceived meaningfulness by the employees. 
By doing so, the extra effort of employees who are relatively public service motivated 
may be enacted and in turn lead to more commitment to the change. While change has 
to come about collectively, the managers reported higher values on all elements of the 
questionnaire. They should encourage employees to bring up their questions and try to 
answer them to validate if their ideas about the employees are true. In this way 
employees can get more grip on the situation, while the managers can use the personal 
values and altruistic motives (PSM) to the advantage of steering the change. Although 
this does realistically not occur mechanically, the interplay must be considered as a 
mutual process to establish congruencies about what the change entails and how 
employees can ‘’transcend their own self-interest for the sake of [the change]’’ 
(Jensen et al., 2016: 5-6). 
The results also indicate that employees which have been longer with the organization 
show more resistance toward the change initiatives. A direct negative effect was 
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reported on the perceived meaningfulness, whereas tenure also had a total negative 
effect on the affective commitment to change in the tested model. Since 
transformational leadership activities such as transmitting the vision to others, were 
found to affect the perceived meaningfulness and in turn affective commitment to 
change, it is advised to focus on increasing the support of those employees. With 
regard to the HLT Samen organization, those who have been longer with the 
organization are assumed to have valuable expertise and knowledge. Therefore, those 
employees could function as effective role models for the other employees who are 
showing resistance toward the change. This may also further foster one of the main 
goals of the principal merger, which is to reduce the attraction of external expertise 
(Stuurgroep HLT Samen, 2015: 8-9). 
Evenly important are some practical future directions which add to and go beyond the 
studied case. First, the results of this study may enable means by which public 
managers or leaders who are responsible for implementing similar changes can adjust 
their practices. Those involved in, or are preparing for inter-municipal co-operation 
are advised to not only focus and communicate on how goals (i.e. efficiency and 
quality improvements) have to come about, but also pay attention to the values of the 
employees involved. Especially, taking notion on how their support and effort to 
implement these changes aligns with their perceived added value of the change could 
be fruitful. Planning a subsequent trajectory to address a potential cultural change or 
personal aspects should not be overlooked, since employees’ their support is pivotal 
in determining the success of change (Oreg et al., 2011; Metselaar, Cozijnsen and 
Van Delft, 2011; Kuipers et al., 2014). Thereby, preventing loss of valuable time and 
effort of employees. In turn, more time can be devoted to truly improving the quality 
and efficiency of public service delivery. 
 
Despite that the mechanisms that have been explored in this study provide useful 
knowledge about how commitment to change may be achieved, there are still 
limitations in the understanding through which mechanisms successful (public) 
change comes about (Kuipers et al., 2014). In the introduction of this thesis it was 
underlined that the large majority of (planned) changes fail (Beer and Nohria, 2000; 
Michel et al., 2013: 761-762). Since most empirical studies in the public 
administration and change management literature focus on practical cases, practioners 
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and researchers should explore the underlying (detailed) causal mechanisms by 
collectively work on more profound understandings of these practices. In this way, 
the notorious fail rate of changes and reforms may be decreased. Altogether, it is 
strongly advised that practioners in the field proactively take more notion of evidence 
based management by connecting empirical and academical findings to the process of 
change implementation (e.g. Boaz and Nutley, 2009; Meier and O’Toole, 2009). 
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6. CONCLUSION 
 
The central focus of this study was with the recent trend of co-operating 
municipalities implementing NPM-values, which are potentially in conflict with 
public employees’ values. The purpose of this research was to explore to what extent 
important elements in the implementation process of such reforms affected civil 
servants’ their attitude toward such changes (Bel et al., 2013; Holum and Jakobsen, 
2016; Rodrigues et al., 2012; Schott et al., 2015). By combining partial insights from 
the literature on change management, goal setting theory (Locke and Latham, 1990), 
PSM (Perry and Wise, 1990) meaningfulness (Tummers, 2011) and transformational 
leadership (Bass, 1985) a theoretical model was developed to test which causal 
mechanisms lead to employees’ affective commitment to change (Herscovitch and 
Meyer, 2002). In total, eleven partial hypotheses were tested using a SEM approach, 
of which some were rejected. The results, based on data that were collected among 
employees of a Dutch principal merger (N=112), provide an answer to the main 
research question of this study: 
 
To what extend is affective commitment to change affected by goal clarity, public 
employees’ values, and what is the role of transformational leadership during the 
process of implementing municipal reform? 
 
Despite that not all hypotheses were confirmed, the combination of all different 
partial findings does however match the theoretical background that has been 
presented in the second and previous chapter. In addition, the findings have proved of 
value in the understanding on how the commitment to change could be affected by the 
means of goal setting and emphasizes the importance of public employees’ their 
values and the role of transformational leadership. 
 
To specify, the results show that it depends to what extend affective commitment to 
change is affected by goal clarity and the values of civil servants. The data did not 
support the direct positive effect of higher goal clarity on the affective commitment to 
change. However, the extent to which goal clarity affects the commitment to change 
could only be determined via its indirect effect through the perceived meaningfulness.  
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Indeed, the civil servants in the sample reported to have a moderate public service 
motivation. However, the results reported no direct significant effect of the PSM 
construct on the affective commitment to change. Neither was the prospected positive 
interaction-effect between goal clarity and public service motivation on the 
commitment to change. The results in combination with the goal setting theory 
indicated that PSM was not enacted since the perceived meaningfulness was found 
too low. Therefore, the part of being public service motivated does not affect the 
commitment to change under the current conditions of the sample.  
 
According to the final model, transformational leadership has a prominent role in the 
process of implementing (planned) change. The analysis showed support for the 
rationale that the provision of more and complete information and transmitting the 
benefits of the change to the employees is of importance to increase the perceived 
meaningfulness of change. As a consequence, higher degrees of perceived 
meaningfulness do greatly affect the affective commitment to change.  
 
Thus, when public managers create clear and bespoke goals during change which has 
double-edged goals, the perceived meaningfulness that goes beyond the self-interest 
of employees increases. The inherent tailored public values (PSM) of employees may 
be enacted when change is perceived as meaningful, which in turn leads to higher 
efforts to attain the goals and a greater commitment to change. Moreover, 
transformational leadership activities may foster this interplay during the 
implementation process of change. By taking notion of the mechanisms as presented 
in this study, those who lead, direct and implement change, can obtain a better 
understanding on how to dress up for meaningful inter-municipal co-operation. 
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APPENDIX A 
 
Full original measurements and scales used in the survey 
 
Items marked with (R) are reversed in the analysis. 
 
Affective Commitment to Change (Herscovitch and Meyer 2002) 
CTC1 I believe in the value of [this change]. 
CTC2 [This change] is a good strategy for this organization. 
CTC3 I think that management is making a mistake by introducing this change (R) 
CTC4 [This change] serves an important purpose.  
CTC5 Things would be better without [this change]. (R)  
CTC6 [This change] is not necessary. (R)  
  
Goal Clarity (Sawyer, 1992) 
  
GCL1 My duties and responsibilities are clear  
GCL2 The goals and objectives for my job are clear  
GCL3 It is clear how my work relates to the overall objectives of my work unit 
GCL4 The expected results of my work are clear  
GCL5 It is clear what aspects of my work will lead to positive evaluations 
  
Public Service Motivation (Perry, 1996 by Wright and Pandey, 2008) 
  
PSM1 Meaningful public service is very important to me  
PSM2 I am often reminded by daily events how dependent we are on one another 
PSM3 Making a difference in society means more to me than personal 
achievements  
PSM4 I am prepared to make sacrifices for the good of society 
PSM5 I am not afraid to go to bat for the rights of others even if it means I will be 
ridiculed  
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Transformational Leadership (Jensen et al., 2016) 
 [My direct supervisor…] 
TFL1 Concretizes a clear vision for the future [organization’s] future 
TFL2 Seeks to make employees accept common goals for the [organization] 
TFL3 Strives to get the [organization’s] employees to work together in the direction 
of the vision 
TFL4 Strives to clarify for the employees how they can contribute to achieving the 
[organization’s] goals 
  
Information (Wanberg and Banas, 2000) (1 of 2) 
 [With regard to the principal merger] 
INF1 The information I have received about the changes has been timely 
INF2 The information I have received about the changes has been useful 
INF3 The information I have received has adequately answered my questions about 
the changes 
INF4 I have received adequate information about the forthcoming changes 
  
Change Information (Peach and White, 2008) (2 of 2) 
INF5 Overall how clearly do you think you are informed about the nature of the 
changes that take place in your organization regarding the new [principal 
merger]? 
INF6 How clearly are you informed when specific changes will be implemented? 
Perceived societal and client meaningfulness (adapted from Van der Voet and 
Vermeeren 2017 based on Tummers, 2011) 
MNGS1 This organizational change contributes to reaching the policy goals of my 
[organization/school] 
MNGC2 This organizational change contributes to the wellbeing of 
[citizens/students] 
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APPENDIX B 
 
Complete survey as presented to respondents (in Dutch) 
 
Vragenlijst onderzoek ambtelijke fusie HLT Samen 
 
In opvolging van de begeleidende e-mail kunt u direct onder het kopje 
'Instructies' verder lezen.      
 
Door uw medewerking aan dit onderzoek is het mogelijk om inzicht te krijgen in 
belangrijke elementen in het veranderproces van HLT Samen. De vragenlijst gaat in 
op de duidelijkheid van doelen en doelstellingen, de informatievoorziening, uw 
motivatie om te werken in een publieke organisatie en uw houding tegenover de 
ambtelijke samenvoeging.  
 
De onderzoeksresultaten kunnen dienen als input voor het verdere veranderproces van 
de HLT Samen organisatie en de verbetering van uw werkomgeving. Bovendien 
levert u hiermee een positieve bijdrage aan mijn afstudeeronderzoek naar ambtelijke 
fusies in het kader van de Master Bestuurskunde aan de Universiteit Leiden.        
 
Uw antwoorden worden vertrouwelijk verwerkt en zijn niet herleidbaar. De verkregen 
individuele data worden niet verstrekt aan derden (zoals het MT/de directie). Hiermee 
wordt uw anonieme deelname gewaarborgd. In week 28 zullen de verwerkte 
resultaten worden gepubliceerd in een rapportage via het interne netwerk van HLT 
Samen.   
 
Het invullen van de vragenlijst duurt ongeveer 5 minuten. U kunt de vragenlijst tot 
en met 9 juni a.s. invullen. De vragenlijst kan ook op uw tablet of smartphone 
worden ingevuld.  
 
Instructies voor het invullen van de vragenlijst:    
Er zijn geen goede of foute antwoorden mogelijk op de vragenlijst. Het antwoord dat 
als eerste in u opkomt is vaak de beste afspiegeling van uw houding. U gaat naar de 
volgende vraag door rechtsonder op de blauwe knop te klikken. U ontvangt een 
bevestiging aan het einde van de vragenlijst.     
 
Alvast hartelijk dank voor uw medewerking! Mocht u nog vragen hebben over de 
vragenlijst of de verwerking van de data, dan kunt u mij bereiken via 
r.v.stolk@umail.leidenuniv.nl.    
 
[NB. Voor het uitzetten van deze vragenlijst is toestemming verleend door de directe 
van HLT Samen]    
 
Met vriendelijke groet,   
 
Ruben Stolk  
Masterstudent Public Administration, Universiteit Leiden. 
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1. De volgende stellingen hebben betrekking op de duidelijkheid van uw taken en doelen binnen de 
ambtelijke fusie-organisatie HLT Samen. Beoordeel de volgende stellingen: [Goal clarity] 
 
 helemaal 
mee 
oneens 
mee 
oneens 
een 
beetje 
mee 
oneens  
niet 
mee 
oneens
/niet 
mee 
eens 
een 
beetje 
mee 
eens  
mee 
eens 
helema
al mee 
eens  
Mijn taken en verantwoordelijkheden 
zijn duidelijk  m  m  m  m  m  m  m  
De doelen en doelstellingen van mijn 
werk zijn duidelijk  m  m  m  m  m  m  m  
Het is duidelijk hoe mijn werk in 
relatie staat tot de algemene doelen 
van mijn werkdomein  
m  m  m  m  m  m  m  
De verwachte resultaten van mijn werk 
zijn duidelijk  m  m  m  m  m  m  m  
Het is duidelijk welke aspecten van 
mijn werk leiden tot positieve 
evaluaties  
m  m  m  m  m  m  m  
 
 
2. De onderstaande stellingen hebben betrekking op de ambtelijke fusie (het worden van de HLT 
Samen organisatie). Beoordeel de volgende stellingen: [Affective commitment to change] 
 
 helemaal 
mee 
oneens  
mee 
oneens  
een 
beetje 
mee 
oneens  
niet 
mee 
oneens/
niet 
mee 
eens  
een 
beetje 
mee 
eens  
mee 
eens  
helema
al mee 
eens  
Ik geloof in de waarde van de 
ambtelijke fusie  m  m  m  m  m  m  m  
De ambtelijke fusie is een goede 
strategie voor de verschillende 
gemeenten  
m  m  m  m  m  m  m  
Ik denk dat het management een fout 
heeft gemaakt door het introduceren 
van de ambtelijke fusie  
m  m  m  m  m  m  m  
De ambtelijke fusie dient een 
belangrijk doel  m  m  m  m  m  m  m  
Dingen worden niet beter door de 
ambtelijke fusie  m  m  m  m  m  m  m  
De ambtelijke fusie was niet 
noodzakelijk m  m  m  m  m  m  m  
 
 
 
	   76	  
3. In hoeverre bent u het eens of oneens met de volgende stellingen? [PSM] 
 
 helem
aal 
mee 
oneens  
mee 
oneens 
een 
beetje 
mee 
oneens 
niet 
mee 
oneens/
niet 
mee 
eens 
een 
beetje 
mee eens 
mee 
eens 
hele
maal 
mee 
eens 
Een betekenisvolle publieke dienstverlening 
is erg belangrijk voor mij m  m  m  m  m  m  m  
Dagelijkse gebeurtenissen doen mij vaak 
herinneren hoe afhankelijk wij van elkaar zijn  m  m  m  m  m  m  m  
Bijdragen aan een betere samenleving is voor 
mij belangrijker dan het  boeken van 
persoonlijke resultaten 
m  m  m  m  m  m  m  
Ik ben persoonlijk bereid om veel op te 
offeren voor de samenleving m  m  m  m  m  m  m  
Ik ben niet bang om door het vuur te gaan 
voor de rechten van anderen, zelfs als dat 
betekent dat ik belachelijk wordt gemaakt 
m  m  m  m  m  m  m  
 
 
 
 
 
 
 
 
 
 
 
4.1 De volgende stellingen gaan over de informatievoorziening met betrekking tot de veranderingen die 
de ambtelijke fusie met zich meebrengt. Geef aan in hoeverre u het eens of oneens bent met 
onderstaande stellingen: [Information 1/2] 
 
 helemaal 
mee 
oneens  
mee 
oneens  
een 
beetje 
mee 
oneens  
niet 
mee 
oneens/
niet 
mee 
eens  
een 
beetje 
mee 
eens  
mee 
eens  
helema
al mee 
eens  
Ik heb tijdig informatie ontvangen 
over de veranderingen  m  m  m  m  m  m  m  
De informatie die ik heb ontvangen 
over de veranderingen was nuttig m  m  m  m  m  m  m  
De informatie die ik heb ontvangen 
over de verandering heeft mijn vragen 
over de veranderingen goed 
beantwoord  
m  m  m  m  m  m  m  
Ik heb adequate informatie ontvangen 
over de komende veranderingen  m  m  m  m  m  m  m  
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4.2 Beoordeel de volgende twee vragen over de informatievoorziening. U kunt uw antwoord 
specificeren door de tussenliggende waarden te kiezen. [Information 2/2] 
 
 heel erg 
onduide
lijk  
erg 
onduide
lijk  
onduide
lijk  
niet 
onduide
lijk/niet 
duidelij
k  
duidelij
k  
erg 
duidelij
k  
heel erg 
duidelij
k  
Over het algemeen, hoe duidelijk 
denkt u geïnformeerd te zijn over de 
redenen voor de veranderingen die 
plaatsvinden in uw organisatie naar 
aanleiding van de ambtelijke fusie?  
m  m  m  m  m  m  m  
Hoe duidelijk bent u geïnformeerd 
over wanneer specifieke veranderingen 
worden geïmplementeerd?  
m  m  m  m  m  m  m  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5. Beoordeel de volgende stellingen over uw direct leidinggevende. Mijn direct leidinggevende... 
[Transformational Leadership] 
 
 helemaal 
mee 
oneens  
mee 
oneens  
een 
beetje 
mee 
oneens  
niet 
mee 
oneens/
niet 
mee 
eens  
een 
beetje 
mee 
eens  
mee 
eens  
helema
al mee 
eens  
maakt een duidelijke visie voor de 
toekomst van HLT Samen concreet  m  m  m  m  m  m  m  
probeert medewerkers  de 
gezamenlijke doelen van HLT Samen 
te laten accepteren  
m  m  m  m  m  m  m  
streeft ernaar om medewerkers van 
HLT Samen, samen te laten werken in 
de richting van de visie  
m  m  m  m  m  m  m  
streeft ernaar om duidelijk te maken 
hoe medewerkers kunnen bijdragen 
aan het behalen van de doelen van 
HLT Samen  
m  m  m  m  m  m  m  
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6. De laatste twee stellingen hebben betrekking tot uw mening over de toegevoegde waarde van de 
ambtelijke fusie aan belangrijke doelen voor de samenleving en die voor de klanten van HLT 
Samen. Beoordeel de volgende stellingen: Alles overwegende, denk ik dat de ambtelijke fusie bijdraagt 
aan... 
 
 helemaal 
mee 
oneens  
mee 
oneens  
een 
beetje 
mee 
oneens  
niet 
mee 
oneens/
niet 
mee 
eens  
een 
beetje 
mee 
eens  
mee 
eens  
helema
al mee 
eens  
...de vraag naar kwalitatieve 
dienstverlening vanuit de samenleving 
die de HLT Samen organisatie dient  
m  m  m  m  m  m  m  
...de dienstverlening aan klanten (zoals 
inwoners, bedrijven en 
maatschappelijke instellingen) van de 
HLT Samen gemeenten  
m  m  m  m  m  m  m  
 
 
Klik rechtsonder op de blauwe knop om naar de afronding van de vragenlijst te gaan. 
 
U bent bijna aan het einde van de vragenlijst gekomen. Voor onderzoeksdoeleinden en de analyse van 
de resultaten, hieronder nog enkele vragen over uw achtergrond. Daarna heeft u nog de mogelijkheid 
om op en aanmerkingen te plaatsen.Vragen gemarkeerd met * zijn verplicht. 
 
7.1 Voor welke gemeente bent u formeel het meeste werkzaam?* 
m Hillegom (1) 
m Lisse (2) 
m Teylingen (3) 
 
7.2 Binnen welk domein van de HLT Samen organisatie bent u de meeste uren werkzaam? 
m Openbare Ruimte (1) 
m Dienstverlening (2) 
m Bedrijfsvoering (3) 
m Maatschappelijke Ontwikkeling (4) 
m Ruimtelijke Ontwikkeling (5) 
m Strategie en Projecten (6) 
 
7.3 Hoeveel jaar bent u werkzaam voor uw huidige gemeente? (reken vanaf uw startdatum bij de 
gemeente Hillegom, Lisse of Teylingen) (vul een getal in) 
 
7.4 Bent u lid van het Management Team (domeinmanager of lid directie)?* 
m Ja (1) 
m Nee (2) 
 
7.5 Uw geslacht 
m Man (1) 
m Vrouw (2) 
 
7.8 Wat is uw leeftijd? (vul een getal in) 
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7.9 Wat is uw hoogst voltooide opleidingsniveau? 
m Lager onderwijs (1) 
m MAVO/VMBO (2) 
m HAVO (3) 
m VWO (4) 
m Middelbaar beroepsonderwijs (MBO) (5) 
m Hoger beroepsonderwijs (HBO) (6) 
m Universitair/wetenschappelijk onderwijs (WO) (7) 
m Anders, namelijk: (8) ____________________ 
 
8.1 Heeft u nog opmerkingen over de ambtelijke fusie tot HLT Samen? 
 
8.2 Heeft u nog opmerkingen over deze vragenlijst? 
 
U bent aan het einde van de vragenlijst gekomen. Druk rechtsonder op 'verzenden' om uw antwoorden 
op te slaan. 
 
Hartelijk dank voor uw tijd en het invullen van de vragenlijst! Uw antwoorden 
zijn geregistreerd. 
  
U heeft hiermee een positieve bijdrage geleverd aan mijn afstudeeronderzoek. Daarnaast kunnen de 
onderzoeksresultaten ook bijdragen aan de verbetering van de organisatie. En daarmee ook aan uw 
werkomgeving!  
  
In week 28 zullen de verwerkte resultaten worden gepubliceerd in een rapportage via het interne 
netwerk van HLT Samen. 
 	  
